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ABSTRACT 
 
To achieve efficacy in the work place, employees need to perform at optimal 
levels. Researching and implementing strategies to improve job performance are 
fundamentally important to the development of the information and 
communication technology (ICT) sector in South Africa. However, scant research 
had been performed in this area. This study sought to present exploratory 
research in this emergent, rapidly expanding sector of the South African 
economy. Its primary aim was to investigate which affective factors exhibited an 
influence on job performance of workers in this sector. 
 
Mixed methods research was employed to analyse factors contributing to the five 
independent variables of demographics, skills and education, job satisfaction, 
motivation and experience, by investigating their influence on the dependent 
variable of job performance. The five independent variables were presented 
within a proposed conceptual framework of related and grouped affective factors. 
 
An online survey was constructed to collect data and perceptions from individuals 
currently employed in any capacity, in the ICT sector in South Africa. Ninety-nine 
suitable responses were received. The simple statistical technique of chi-square 
testing for independence was used to test the hypothesised relationships 
between the above-mentioned independent variables and the dependent variable 
of job performance. 
 
The empirical results revealed that many of the affective factors influencing the 
job performance of employees in the ICT sector in South Africa, are those that 
contribute to job satisfaction and motivation. These include aspects such as fair 
remuneration; transparent and clear organisational communication; managerial 
support and guidance; access to educational and career opportunities; and 
pleasant workplaces. In view of these findings, the study concluded that 
organisations that wish to improve their employees’ job performance, or attract 
and retain high-performing individuals, should formulate and implement policies 
and strategies that take into account these significant factors.  
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CHAPTER 1 
 
RESEARCH MOTIVATION 
 
1.1 INTRODUCTION 
 
Information and communication technology (ICT) has revolutionised the way in 
which business is conducted globally. According to Galloway and Mochrie (2005: 
33), there was evidence that ICT is the driver of economic growth. ICT has become 
the foundation of every sector of every economy, everywhere (Kramer, Jenkins & 
Katz, 2007: 7).  
 
Kramer et al (2007: 7) stated that the ICT sector has been a pioneer and a powerful 
catalyst in addressing the needs and interests of low-income communities in 
developing countries such as South Africa. But it was not always so. Only in about 
the past twenty years has a self-conscious appreciation of the ICT sector’s role in 
expanding economic opportunity emerged. The South African ICT sector is the 
largest on the African continent and the 20th biggest in the world. More than two 
thirds of the local industry is located in Gauteng. This sector contributes 6,4 per cent 
of the gross domestic product (Gauteng Economic Development Agency, 2010). 
 
The dilemma for management in the ICT sector is that recruitment of suitable staff 
and ensuring maximum performance from their current staff are difficult tasks. 
Managers need a competitive strategy for today’s ICT sector that must be proactive, 
adaptable and innovative in its response to the trends of tomorrow, to ensure that 
South Africa becomes and remains competitive in the global ICT market. 
 
Knowledge is the cornerstone of the ICT sector, normally referred to as the 
‘knowledge economy’. Ritchie and Brindley (2005: 205) and Lucchetti and 
Sterlacchini (2004: 151) claimed that ICT played a very important role in the current 
‘knowledge economy’. It was therefore vital for decision makers to understand the 
factors that influence job performance in the ICT sector. This would enable them to 
become a part of this economy, compete and thrive in the future.  
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1.2 PROBLEM STATEMENT 
 
A critical question often posed is what are the attributes of successful ICT 
personnel? Many studies had noted that organisational and behavioural skills are 
important (for example, Tompkins, Tompkins & Cheney, 1989: 35; Leitheiser, 1992: 
69; Watson, 2003: 75). Further studies indicated that work experiences, job 
involvement, and quality of work life are major factors that influence job performance 
(Igbaria, Parasuraman & Badawy, 1992: 175).  
 
The problem was that very little research had been performed that explored which of 
these factors had the greatest impact on job performance in the ICT sector in South 
Africa. Every sector had its own factors that influenced job performance and thus 
each sector needed to be treated individually. All the factors were researched 
separately in the ICT sector in South Africa, but very little research had been 
performed which combined them and depicted the most important attributes.  
 
The conceptual framework below shows that there were a large number of variables 
to be considered. However, the purpose of this study was to highlight those affective 
factors found to have a significant influence on job performance in the ICT sector in 
South Africa: 
 
 Demographics: Age, gender, organisational tenure, job tenure and number of 
years in the ICT field; 
 Skills and education: Primary, secondary and tertiary qualifications, soft skills and 
additional languages; 
 Job involvement: Low, medium or high; 
 Career expectations: Advancement prospects and developmental prospects; 
 Work experiences: Boundary-spanning activities, role stressors, task 
characteristics and salary; 
 Work life indicators: Job satisfaction, career satisfaction and organisational 
commitment; 
 Motivation: Aptitude, desire, commitment, goals and values. 
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Many of these factors did not operate in isolation from each other. There existed 
both direct and indirect relationships amongst them, and they combined to influence 
job performance. Possible relationships between the factors were taken into account 
and the author has proposed combinations to produce the five independent 
variables in the conceptual model and hypotheses outlined in Section 1.4. 
Businesses and managers especially, should endeavour to comprehend these 
affective factors and their interrelated effects if they seek to improve job performance 
amongst their ICT personnel, enhance the ICT of their organisation and ultimately, 
enhance the ICT sector of South Africa.  
 
1.3 RESEARCH OBJECTIVES 
 
The primary objective of this study was to analyse the affective factors that influence 
job performance in the ICT sector in South Africa. 
  
In order to achieve this primary objective, the following secondary objectives were 
set:  
 
 to research affective factors that have been found to influence job performance, 
across all sectors, world-wide;  
 to determine which factors were statistically important or unimportant in their 
influence on job performance in the ICT sector in South Africa; 
 to discuss the statistically important factors found to have the greatest influence 
on the job performance of individuals working in the ICT sector in South Africa; 
 to suggest how individuals within the ICT sector in South Africa could guide 
themselves and others to improve their job performance; and 
 to identify possible focus areas for future research into the affective factors that 
influence job performance in the ICT sector in South Africa.  
 
The research design objectives were as follows: 
 
 to conduct a secondary literature review to catalogue and clarify affective factors 
which influence job performance; 
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 to select those factors which other researchers have motivated to have the 
greatest influence on job performance; 
 to align the selected factors to the independent variables of the hypothesised 
model; 
 to compile an online survey comprising a questionnaire with a high degree of 
cross-correlation to gauge the influence of the selected affective factors; 
 to structure the survey so that answers mostly took the form of multiple choice, 
yes/no answers or used Likert's scale of agreement; 
 to conduct the online survey by inviting a convenience sample of respondents to 
complete the questionnaire; 
 to capture the data from the responses to the online survey directly into Microsoft 
Excel; 
 to analyse the findings by means of statistical testing, using the software  
Statistical Package for the Social Sciences (SPSS); 
 to discard affective factors found to be statistically unimportant; 
 to interpret the results for affective factors found to be statistically important; and 
 to synthesise recommendations for ICT managers and personnel, and future 
research. 
 
1.4. HYPOTHESES 
 
1.4.1 The null hypothesis 
 
The current study, ‘Analysis of factors influencing job performance in the ICT sector 
in South Africa’, generated the null hypothesis: 
 
H0: Demographics, skills and education, job satisfaction, motivation and experience 
exert no influence on job performance in the ICT sector in South Africa. 
The null hypothesis is graphically illustrated in the following Figure 1.1: 
 
 
 
 
  5
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
FIGURE 1.1: CONCEPTUAL MODEL TO ILLUSTRATE THE NULL HYPOTHESIS 
(Source: Author’s own construct) 
 
This model stems from the conceptual framework tabulated on the following page in 
Table 1.1 and was used as the foundation for the remainder of this study. 
 
DEMOGRAPHICS 
JOB 
SATISFACTION 
SKILLS AND 
EDUCATION 
MOTIVATION 
EXPERIENCE 
ICT 
SECTOR 
IN SOUTH 
AFRICA 
JOB  
PERFORMANCE
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Table 1.1: Conceptual framework illustrating  
the proposed relationship between the 7 factors detailed in  
Chapter 2.4: Factors affecting job performance and the 
5 independent variables illustrated in Chapter 1.4: Hypotheses 
Factors affecting  
job performance 
Hypothesised  
independent variable 
2.4.1 a) Demographics H01 Demographics 
2.4.2 a) Skills and education H02 Skills and education 
2.4.3 
2.4.4 
2.4.6 
2.4.7 
a) Job involvement 
b) Career expectations  
c) Work life indicators 
d) Motivation 
H03 Job satisfaction 
 
2.4.3 
2.4.4 
2.4.7 
a) Job involvement  
b) Career expectations  
c) Motivation 
H04 Motivation 
 
2.4.2 
2.4.5 
2.4.6 
a) Skills and education  
b) Work experiences  
c) Work life indicators 
H05 Experience 
 
(Source: Author’s own construct) 
 
Based on the conceptual framework of the proposed relationship between the seven 
affective factors influencing job performance and the five independent variables as 
shown in Table 1.1, the following null hypotheses were formulated:  
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H01a: Demographics, as measured, exert no influence on job performance in the 
ICT sector in South Africa. 
H02a: Skills and education, as measured, exert no influence on job performance in 
the ICT sector in South Africa. 
H03a: Job involvement, as a measure of job satisfaction, exerts no influence on job 
performance in the ICT sector in South Africa. 
H03b: Career expectations, as a measure of job satisfaction, exert no influence on 
job performance in the ICT sector in South Africa. 
H03c: Work life indicators, as a measure of job satisfaction, exert no influence on job 
performance in the ICT sector in South Africa. 
H03d: Motivation, as a measure of job satisfaction, exerts no influence on job 
performance in the ICT sector in South Africa. 
H04a: Job involvement, as a measure of motivation, exerts no influence on job 
performance in the ICT sector in South Africa. 
H04b: Career expectations, as a measure of motivation, exert no influence on job 
performance in the ICT sector South Africa. 
H04c: Motivation as measured exerts no influence on job performance in the ICT 
sector in South Africa. 
H05a: Skills and education, as a measure of experience, exert no influence on job 
performance in the ICT sector in South Africa. 
H05b: Work experiences, as a measure of experience, exert no influence on job 
performance in the ICT sector in South Africa. 
H05c: Work life indicators, as a measure of experience, exert no influence on job 
performance in the ICT sector in South Africa. 
 
This hypothesised model is illustrated graphically in the following Figure 1.2: 
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FIGURE 1.2:  CONCEPTUAL MODEL FOR ‘ANALYSIS OF FACTORS 
INFLUENCING JOB PERFORMANCE IN THE ICT SECTOR IN 
SOUTH AFRICA’ – THE NULL HYPOTHESES 
 
(Source: Author’s own construct) 
DEMOGRAPHICS
JOB 
SATISFACTION
SKILLS AND 
EDUCATION 
MOTIVATION 
EXPERIENCE 
ICT 
SECTOR 
IN SOUTH 
AFRICA 
JOB 
PERFORMANCE
H03a 
H01a 
H02a 
Job involvement 
Career expectations 
Work life indicators 
Motivation 
H03b 
H03c 
H03d 
H04a Job involvement 
Career expectations 
Motivation 
H04b 
H04c 
H05a Skills and education 
Work experiences 
Work life indicators 
H05b 
H05c 
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1.4.2 The alternate hypothesis 
 
The current study, ‘Analysis of factors influencing job performance in the ICT sector 
in South Africa’, generated the alternate hypothesis: 
 
H: Demographics, skills and education, job satisfaction, motivation and experience 
exert an influence on job performance in the ICT sector in South Africa. 
Based on the conceptual framework of the proposed relationship between the seven 
affective factors influencing job performance and the five independent variables as 
shown in table 1.1, the following alternate hypotheses were formulated:  
H1a: Demographics, as measured, exert an influence on job performance in the ICT 
sector in South Africa. 
H2a: Skills and education, as measured, exert an influence on job performance in 
the ICT sector in South Africa. 
H3a: Job involvement, as a measure of job satisfaction, exerts an influence on job 
performance in the ICT sector in South Africa. 
H3b: Career expectations, as a measure of job satisfaction, exert an influence on job 
performance in the ICT sector in South Africa. 
H3c: Work life indicators, as a measure of job satisfaction, exert an influence on job 
performance in the ICT sector in South Africa. 
H3d: Motivation, as a measure of job satisfaction, exerts an influence on job 
performance in the ICT sector in South Africa. 
H4a: Job involvement, as a measure of motivation, exerts an influence on job 
performance in the ICT sector in South Africa. 
H4b: Career expectations, as a measure of motivation, exert an influence on job 
performance in the ICT sector in South Africa. 
H4c: Motivation, as measured, exerts an influence on job performance in the ICT 
sector in South Africa. 
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H5a: Skills and education, as a measure of experience, exert an influence on job 
performance in the ICT sector in South Africa. 
H5b: Work experiences, as a measure of experience, exert an influence on job 
performance in the ICT sector in South Africa. 
H5c: Work life indicators, as a measure of experience, exert an influence on job 
performance in the ICT sector in South Africa. 
 
1.5 METHODOLOGY OF THE STUDY 
 
1.5.1 Paradigm 
 
James Neill (2007) claimed that qualitative research (which falls into the 
phenomenological paradigm) explored attitudes, behaviour and experiences through 
methods such as interviews or focus groups. It involved the analysis of data which is 
mainly in the form of words (for example, interviews), pictures (for example, videos), 
or objects (for example, artefacts). The aim was to provide a complete, detailed 
description of the study subject. It attempted to get in-depth opinions from 
participants. The researcher may only have known roughly in advance what s/he 
was looking for. 
 
With qualitative research, the design emerged as the study unfolded. It was 
subjective, as it was an individual’s interpretation of events using methods such as 
participant observation and in-depth interviews. Therefore, the researcher tended to 
become subjectively immersed in the subject matter. Qualitative data was more 
'rich', time consuming, and less able to be generalised.  
 
James Neill (2007) stated that quantitative research (which falls into the positivistic 
paradigm) generated statistics through the use of large-scale survey research, using 
methods such as surveys and questionnaires. It involved the analysis of data in the 
form of numbers and statistics. The aim of quantitative research was to classify 
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features, count them, and construct statistical models in an attempt to explain what 
was observed. The researcher knew clearly in advance what s/he was looking for.  
 
With quantitative research, all aspects of the study were carefully designed before 
data was collected. It was objective as it sought precise measurement and analysis 
of target concepts. Therefore, the researcher tended to remain objectively separated 
from the subject matter. Quantitative data was more efficient, being able to test 
hypotheses, but might miss contextual detail.  
 
It was also important to focus on how the techniques of qualitative and quantitative 
research could be integrated, such as in mixed methods research. More good could 
come of social science researchers developing skills in both realms than debating 
which method was superior.  
 
The current study titled, ‘Analysis of factors influencing job performance in the ICT 
sector in South Africa’, was primarily located in the positivistic paradigm (that is, 
quantitative research). It required the formulation and testing of a hypothesis based 
on an identified problem. All the concepts and variables that were used to test the 
hypothesis were investigated from which a conceptual framework was defined. 
Scientific theory in the form of statistical analysis was used to explain the data. The 
results were then interpreted and reported in an objective manner. However, this 
study also incorporated distinct qualitative aspects – it fell into the realm of the social 
sciences, was exploratory in nature, and it incorporated the subjective perceptions 
and opinions of respondent ICT employees. Thus, mixed methods research was 
utilised in order to achieve all the secondary and design objectives. 
 
1.5.2 Sample 
 
The target population was a representative number of employees in the ICT sector 
in South Africa. The range of the size of the sample was set to a minimum of 100 
and a maximum of 150 respondents. The sampling frame mostly targeted large 
corporations in South Africa, which have the greatest economic influence in the ICT 
sector. However, responses were also welcomed from employees in small and 
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medium-sized enterprises (SMEs) in order to achieve a clearer picture of the ICT 
sector as a whole. 
 
The parameters of interest were limited to only those employees who are directly 
involved in the ICT sector daily. Convenience and referral sampling were employed 
to save costs and responses were taken from whoever could be found to fit the 
study focus criterion set out above. In actuality 107 responses were returned, which 
was lower than predicted, but still within the required range of 100 to 150. Of these, 
99 respondents were directly employed in the ICT sector in South Africa and 
deemed suitable for statistical analysis. The sample population included employees 
at all positional levels within the ICT sector, that is, ordinary staff, technicians, and 
supervisors and managers. 
 
1.5.3 Sampling and measuring instruments 
 
The sampling instrument used to gather the required data was in the form of an 
online survey, comprised of thirty questions. A database, with e-mail addresses, of 
over 1500 employees in the ICT sector in South Africa was available. Invitations with 
a link to the site hosting the survey were sent out to the entire database described 
above, to complete the survey online, with a predicted response rate of 
approximately 10 per cent to acquire the sample size of a maximum of 150 
participants. In addition, the link was posted on two local ICT websites. A code was 
allocated to respondents who accessed the survey via the link provided, in order to 
eliminate chance participation by people who had found the survey by accessing the 
host website directly. This enhanced the security, accuracy and validity of the data. 
 
The measuring instruments comprised specific survey questions. Using these, 
numerical values were calculated for the dependent variable of job performance and 
the five independent variables of demographics; skills and education; job 
satisfaction; experience; and motivation, as outlined in the conceptual framework. 
These values were used in subsequent data analysis to test the hypothesis. The 
final online survey can be viewed in Annexure C. 
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1.5.4 Data analysis 
 
After the survey, the researcher’s notes were examined for clarity. The survey was 
also tested for validity and reliability. For analytical purposes, questions in the survey 
were structured into logical groupings according to the conceptual framework 
outlined in Table 1.1. 
 
Sources consulted when formulating the survey were as follows: 
 
 The demographics and skills and education questions were chosen by the 
researcher; 
 'The Job Descriptive Index' (JDI), originally created by Smith, Kendall, and Hulin 
(1969), was used as the source of reference for job satisfaction and experience 
questions (updated by Lake, Gopalkrishnan, Sliter & Withrow, no date); 
 Questions concerning employee motivation were based on Robert Gardner's 
Attitude/Motivation Test Battery (AMTB) (1985). 
 
1.6 TERMINOLOGY 
 
 Affirmative action (AA) 
 Broad-based black economic empowerment (BBBEE) 
 Corporate social responsibility (CSR) 
 Human resources (HR) 
 Hypertext markup language (HTML) 
 Information and communication technology (ICT) 
 Information technology (IT) 
 Job performance (JP) 
 Job performance index (JPI) 
 Key performance indicators (KPI) 
 Performance management (PM) 
 Quality of work life (QWL) 
 Small to medium-sized enterprises (SMEs) 
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 Statistical Package for the Social Sciences (SPSS) 
 Uniform resource locator (URL) 
 
1.7. OUTLINE OF THE STUDY 
 
The current study was an inquiry into the attributes of successful ICT personnel, 
through the investigation of job performance and the factors that influence it. This 
research, titled, “Analysis of the factors influencing job performance in the ICT sector 
in South Africa’, proposed the following null hypothesis: Demographics, skills and 
education, job satisfaction, motivation and experience exert no influence on job 
performance in the ICT sector in South Africa. 
 
A conceptual framework of seven selected affective factors, namely demographics; 
skills and education; job involvement; career expectations; work experiences, work 
life indicators and motivation, was linked to questions in an online survey targeted at 
the South African ICT workforce. 
 
The returned data was compiled to calculate a measurement of job performance 
index (JPI) for each of 99 suitable respondents. Statistical analysis of logical 
groupings of survey questions were used to assess the influence of the seven 
affective factors on JPI. These results were combined to produce average values for 
the five independent variables as per the conceptual framework. 
 
1.8. CHAPTER SUMMARY 
 
There is still much research needed in this area, especially from a South African 
point of view. South Africa, like many developing countries, relies on ICT to reduce 
unemployment and to contribute toward the growth of the economy. Research into 
key attributes, which influence the performance of staff in the ICT industry, is at the 
top of many ICT departments’ agendas around the globe. 
 
The literature review that follows expands on the ideas that were expressed in this 
introduction. Furthermore, it summarises research that had already been conducted 
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into the affective factors that influence job performance. Largely, such research had 
been conducted in other sectors, in other countries. However, it provided a point of 
initiation for this study and a basis for the selection of factors to be analysed as 
outlined in the conceptual framework. 
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CHAPTER 2 
 
LITERATURE REVIEW 
 
2.1 INTRODUCTION 
 
As a domain of scientific inquiry, the area of job performance has become of central 
importance to organisations. Chapter 2 examines literature of previous studies of job 
performance and the affective factors that influence it. Much research had been 
done in this field of study, but there existed a disparity between basic theoretical and 
methodological issues. The thrust of previous studies was largely generic and 
encompassing all sectors, rather than the ICT sector exclusively. Furthermore, they 
tended to focus on a single, specific aspect of job performance rather than analysing 
and ranking a selection of different variables. Notably, there was very little research 
that pertained to job performance within the ICT sector in South Africa. 
 
This literature review extracted the background information, theories and 
methodologies that had a direct relationship and relevance to this emerging sector. 
From this basis, with application to the ICT sector in South Africa, the nature, 
measurement and importance of job performance could be ascertained and factors 
affecting job performance were deduced. It permitted the incorporation of several 
affective factors, which have been studied individually, into a single structure. This 
pinpointed the most pertinent questions to include in the online questionnaire to 
acquire targeted responses from participants. 
 
2.2 THE NATURE OF JOB PERFORMANCE 
 
The need for many countries to introduce themselves as ‘knowledge economies’ has 
led to multiple strategies of job creation, particularly for emerging sectors such as 
ICT. However, there is a growing body of literature that challenges the nature of 
employment and job opportunities offered by these sectors (Scholarios et al, 2008: 
1035; Thompson, Warhurst & Callaghan, 2001: 923). The ICT sector covers a wide 
range of activities in a vast arena of organisations, encompassing all fields of 
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employment from service provision to manufacturing (Expert Group on Future Skills 
Needs (EGFSN), 2008). 
 
Within the emergent ICT sector in South Africa, it was discovered that ICT 
employees carry out an average of six different job functions. This led to the notion 
that they are ‘jacks of many trades’ (Dwolatzky, 2010). This may be interpreted 
either positively or negatively – these employees possess a range of relevant skills 
and experience, or they are performing tasks that fall outside their area of 
competence. More research is currently being performed to establish which 
interpretation is correct, or if there is a combination of both. 
 
2.2.1 Conceptualisation and definition of job performance 
 
Managing the job performance of people has been found to be crucial to the 
successful overall performance of any organisation, and thus every facet of job 
performance has been studied extensively. It was insufficient to merely study job 
performance failures or successes. What was crucial was to examine the causative 
factors that resulted in positive or negative job performance. Fox (2006: 93) clarified 
the two distinct aspects of job performance, namely motivation and ability. The 
employee had to be willing to do the job, comprehend what to do and how to do it, 
and be equipped with the prerequisite skills to do the job. In conjunction with the 
employee’s motivation and ability, his/her organisation needed to provide a 
conducive environment, constructive feedback and career validation. 
 
Another factor to consider when job performance was examined, was the nature of 
the work undertaken by employees in the ICT sector. This information would be 
critical in performance management. In order to categorise ICT employees’ work, a 
distinction needed to be made between ‘knowledge workers’ and ‘knowledgeable 
workers’ (Thompson, Warhurst & Callaghan, 2001: 923). A ‘knowledge worker’ was 
someone who had learned and had access to practice a body of knowledge that was 
complex, formal and abstract. The ‘knowledgeable worker’ required task structure 
and employment relationships, to allow for the creation, manipulation, application 
and extension of knowledge. By defining the ‘knowledgeable worker’, these 
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researchers confirmed the general view that it was possible to differentiate 
knowledge work from other types of work, by placing importance on creativity, 
theoretical knowledge and the use of social and analytical skills.  
 
The most researched area in the field of industrial psychology has been the 
relationship between job performance and job satisfaction (Judge, Thoresen, Bono & 
Patton, 2001: 376). According to Landy (1989: 392), research that links job 
performance with job satisfaction had been studied since 1939. As mentioned in the 
study by Judge et al (2001: 376), Brayfield and Crockett (1955: 396) had found a 
minimal relationship between job satisfaction and job performance, but that Schwab 
and Cummings (1970), Locke (1970) and Vroom (1964), had shown some 
relationship between these two variables. Moreover, Judge et al (2001: 376) 
introduced seven different models that could be used to describe the relationship 
between job performance and job satisfaction. Some of the models viewed this 
relationship to be unidirectional which meant either job performance caused job 
satisfaction, or vice versa. According to another model, the relationship had a 
reciprocal nature. This argument was supported by Wanous (1974: 139). The basic 
theory of this model was that if job satisfaction is extrinsic, then performance was led 
by satisfaction. According to other models, there was an outside factor that caused 
such a relationship, or no relationship at all. However, both models had not been 
sufficiently researched. The ‘alternative conceptualisation of job performance or job 
satisfaction’ was the final model. The model accentuated how a positive attitude 
towards the job itself was helpful in predicting the degree of job performance. 
According to Isen and Baron (1991: 1) and George and Brief (1996: 75), the 
attitudes of employees were reflected in their job performances. Therefore, it could 
be argued that there was a relationship between the job performance and job 
satisfaction of an employee. 
 
Although such explorations and attitudinal models offered insight into the 
relationship between job performance and job satisfaction in the ICT sector, the 
author sought a model that offered workable tools for the management of job 
performance. For this end, the ACHIEVE model was found to be most practical. Fox 
(2006: 93) cited Hersey and Blanchard (1993: 405) in his description and 
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development of this model. This acronym isolated the pivotal factors for performance 
management (PM): 
 
 A: (Ability) refers to knowledge and skills; 
 C: (Clarity) refers to understanding or role perception; 
 H: (Help) refers to organisational support; 
 I: (Incentive) refers to motivation or willingness; 
 E: (Evaluation) refers to coaching and feedback; 
 V: (Validity) refers to valid and legal human resource practices; and 
 E: (Environment) refers to environmental fit. 
 
When all such factors were taken into account, the following definition of job 
performance was synthesised – job performance is the level of success at which an 
employee performs his/her work. This is determined by the interactions between the 
motivation, attitude and ability of the employee and the support, feedback and 
validation offered by the organisation. 
 
2.2.2 Measurement of job performance 
 
Within organisations, there had been growing debate around comprehending and 
formulating strategies for the design of employment contracts based on job 
performance. Ways of measuring job performance, whether they were objective or 
subjective, were critical to deciding compensation. This introduced the ‘principal-
agent dilemma’ (based in law) found in most employer-employee relationships 
(Pendergast, 1999: 7). It described the factors that arose when a ‘principal’ or 
employer hired an ‘agent’ or employee, who was to be motivated to pursue the 
principal’s interests (Pendergast, 1999: 8).  
 
Researchers had also been studying how employment contracts were designed and 
enforced in practice, and how employees responded to these. In recent years, 
interest in gauging accountability and efficiency had waned. This was replaced by an 
increase in policy development for PM favouring social capital, which could be more 
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critical to an organisation’s success. Consequently, organisations faced the 
challenge of finding improved and innovative methods of measuring performance 
and appropriate means for implementing these methods (Burgess, Propper & 
Wilson, 2002; Wholey & Hatry, 1992: 604). 
 
Courty and Marschke (2003: 268) reviewed the literature describing PM and drew 
implications to implement performance measurement in organisations. According to 
these researchers, there was no set formula for the selection criteria measuring 
performance and the weighting allocated to each one. However, some general 
guidelines for the management of performance measurement systems were 
documented. Furthermore, they showed that performance measurement may 
become dysfunctional, which they compared to being a ‘tournament’. This elicited 
unintended responses from employees that they described as ‘gaming’. They 
concluded that the most significant challenge was the management of gaming and 
proposed a model showing how organisations could manage measurement of 
performance when gaming was revealed over time. In their model, it was 
emphasised that the process of selection of performance measurement criteria 
should be dynamic. They reinforced these proposals with evidence from the job-
training program in the United States of America, which showed that the system of 
performance measurement was updated many times over a period of twenty years, 
in order to address dysfunctional responses. 
  
An important question to address was how businesses could be developed to 
improve both quality of work life (QWL) and job performance. Elise Ramstad (2009: 
423) examined this question in her research, where she focused on diverse 
management and organisational practices and development process characteristics. 
Her research used empirical data comprising the self-assessment of projects for 
development implemented in the workplace, within the Finnish Workplace 
Development Programme. Ramstad separately gathered self-assessments from 
staff, management and experts who participated in the projects. The data was based 
on 409 development projects, with a sample size of 1113 responses. The study’s 
approach was to discover the factors that would lead to improvements in the QWL 
as well as job performance. With respect to the implementation of management, 
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organisational and work practices, the results of the study showed that such 
developments within organisations were associated with improvements in QWL and 
job performance. Moreover, Ramstad’s study showed that employee participation in 
the implementation and planning phases, collaboration during the whole process, 
external networking and methods used by the experts correlated to positive 
outcomes in the workplace. 
 
 2.3 THE IMPORTANCE OF JOB PERFORMANCE 
 
Job performance development has been one of the most practically and theoretically 
important issues in organisational studies (Staw, 1984: 627). Organisational 
behaviour did not depend on deductions based on gut feelings, but rather attempted 
to collect information about the issues in more scientific manner, under certain 
controlled conditions. Using gathered information, it interpreted the findings to 
predict the behaviour of groups of individuals. Employee performance, behaviour of 
the organisation and job satisfaction were the determinants that resulted in the 
accomplishment of organisational and individual goals (Staw, 1984: 627). 
 
High performance and productivity of organisations could not be realised without the 
contribution and support of employees, as employees were responsible for achieving 
the strategies and goals of organisations. Therefore, it was important for the 
management of organisations to consider problems and issues that employees 
regularly faced in their workplaces. This was particularly relevant within ICT 
companies. There existed a need for ICT employees to obtain a vast range of 
knowledge and technical skills in order to help organisations achieve their vision and 
goals (Samad, 2006: 1). Measurement of job performance was important for several 
reasons, such as setting objectives and planning schedules of work; rewarding 
effective and efficient workers; allocating and estimating costs; assessing attitudes 
of employees; increasing managers’ understanding of employees’ needs; and 
improving employer/employee relationships (Courty & Marschke, 2003: 268). 
  
2.4 FACTORS AFFECTING JOB PERFORMANCE 
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One of the strongest determinants of job performance was the expectation that an 
organisation formed of its employees. According to role theory, the behaviour of 
employees was significantly affected by the expectations of employers. These 
expectations constituted essential duties that employees should perform. The 
process of managing job performance was very important in maintaining 
accountability in employees. The process started with expectations of performance 
and ended with rewards or penalties on performance. The first step, for managers, 
was to set expectations of job performance from employees. This made both 
employees and employers clear about the overall expectations of the job (LePine & 
Van Dyne, 2001: 326). 
 
Many studies had focused on the behaviours of job performance, from task 
performance to organisational behaviour. Task performance was defined as the 
expectations of behaviour that are involved in production of goods or services; or the 
employees’ activities that were supportive for the core technical processes of an 
organisation (Yun, Takeuchi & Liu, 2007: 745).  
 
There were a number of factors that could be used as incentives for employees, 
including secondary benefits, salaries, recognition, and various intangible rewards. 
Such factors motivated employees to enhance their job performance. Motivating 
factors could be both negative and positive. Furthermore, reversing incentives or 
reducing disincentives could bring about more important outcomes than the 
introduction of new incentives. Factors used as incentives, inter alia, sometimes 
resided within an organisation, its human resource management structure, internal 
benefits, opportunities, sanctions and rewards. Based on reality or perception, these 
incentives could significantly affect the performance of individuals and consequently, 
the organisation (United Nations Development Programme, 2006: 4). 
 
Some important factors identified as affecting job performance are discussed in the 
following sub-sections: 
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2.4.1 Demographics 
 
There was a paucity of research on the influence of demographic variables on the 
job performance of ICT employees. However, studies indicated that demographic 
variables significantly affected the job satisfaction of employees, for example, those 
conducted by Fisher (2000: 334) and William and Hazar (1986: 219). Although 
demographic variables were found to affect the performance of employees in 
different global environments, empirical research supported the notion that the 
mindset and individual traits of employees may have equivalent or greater impact on 
job performance.  
 
Perceptions about job satisfaction and human resource practices exhibited variance 
in relation to demographic factors, such as rank, gender, length of tenure and region. 
For example, younger employees in most of the developed countries, derived 
satisfaction and were motivated to perform better by extrinsic rewards, whereas 
older employees derived these from intrinsic rewards. On the other hand, in 
underdeveloped countries, employees derived satisfaction and motivation from both 
intrinsic as well as extrinsic rewards. In addition, although ironic and counterintuitive, 
female employees in underdeveloped countries had lower expectations of salary 
increases and promotions and were assessed as being more satisfied than their 
male counterparts (Eyupoglu & Saner, 2009: 609). 
 
In the South African context, with legislated affirmative action (AA) and broad-based 
black economic empowerment (BBBEE), it was found that ethnicity as a 
demographic variable had more effect than any other, including gender. Here, there 
was evidence of greater mobility of black ICT employees than in other ethnic groups. 
Although remuneration was the dominant factor influencing employment, white 
employees were found to be more concerned with job security than the other 
designated ethnic groups (Mavuso Mda, 2010: 233). 
  
2.4.2 Skills and education 
  
An employees’ level of education could significantly affect job performance. Ng and 
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Feldman’s study (2009: 89) highlighted two significant effects on job performance. 
Firstly, it was a source of meta-analysis of the relationship between the various 
dimensions of job behaviours and level of education. The job behaviours affected by 
education included organisational citizenship, task performance and productivity. 
They were also more able to respond to and rectify identified areas of 
counterproductive performance. Secondly, most businesses used level of education 
as an indicator of the productivity and skilfulness of a potential employee, thus it was 
used as a basic requirement in hiring decisions. According to the researchers, there 
was little research that examined the relationship between the job performance of an 
individual and his/her education level. Welbourne, Johnson and Erez (1998: 540) 
presented evidence that highly educated employees performed more efficiently and 
effectively at citizenship, task and productive performance, which supported the 
argument for the fulfilment of managers’ expectations of highly qualified workers. 
Moreover, these authors asserted that highly educated individuals might particularly 
benefit from and need a feedback system that includes the dimensions of 
counterproductive performance and organisational citizenship. 
 
Managers of organisations were more concerned about the skills of highly educated 
workers than other workers. Such concern stressed the need for skills development 
and raised many questions, such as how to define job skills; how to identify the skill 
types that were required for various jobs; what the requirements of these jobs were; 
and how to prepare employees for the acquisition of the required skills. Global 
competition, technological changes and development of new organisational 
structures had developed a workplace where employees faced more complex duties 
and were required to take responsibility for their own job performance and career 
pathing. Such challenges stressed the need for the development of increasingly 
complex skills and hence increasingly complex performance outputs (Ng & Feldman, 
2009: 89). The benefits of a more educated, more responsible workforce were more 
than just improved basic task performance, as they could address the various facets 
of counterproductive performance. Neither education nor performance dimensions 
had a uniformly strong relationship, nor was any observed consistently within various 
groups. However, there was a need to ensure that the premium paid for hiring 
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workers that are more qualified showed some particular and valuable outcomes for 
the organisation. 
 
As there were different kinds of skills that depended on certain domains of 
performance, there was a need to specify the broad domains of performance. These 
represented essential and common aspects of performance in the majority of jobs. A 
number of models were developed to delineate these general performance domains 
and to analyse the behaviour of employees in the workplace. The socio-technical 
system theory provided the most frequently used model for the domain of attitude 
within the workplace. The skills domain in the workplace included technical skills, 
problem-solving skills, resource management skills and system skills (Mumford, 
Peterson & Childs, 1999: 49). 
 
It was established that there was a strong relationship between the job performance 
and the creativity of an individual due to his/her education. Researchers focused on 
the need for the quality education of individuals, which led to increased skills, in 
order to achieve vast job goals. The main challenge identified for organisations was 
to encourage creativity in employees and to ensure that creative activities were 
transposed into positive performance. This would ultimately contribute to the 
competitive advantage of the organisation (Gong, Huang & Farth, 2009: 765).  
 
In their research, Zhang and Bartol (2010: 862) explored the engagement of the 
creativity process with the employee’s overall performance of their job, through 
curvilinear graphing of creative performance. The authors identified the boundary 
condition for the relationship between job experience and the creative process. The 
results of the research highlighted the significance of understanding positive as well 
as negative aspects of engagement with the creative process, in order to achieve 
the optimal levels of job performance. 
 
2.4.3 Job involvement 
 
Job involvement empowered employees, increasing their sense of ownership and 
equipping them to meet new challenges. Therefore, it acted as a motivating factor. 
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Offering opportunities for job or career development resulted in employees engaging 
with the organisation. However, engagement itself was an extremely complex issue 
that needed measurement on various fronts. 
  
The provision of development and learning initiatives could significantly contribute to 
the abilities required to meet challenges. Scales (2011) highlighted the career 
development opportunities provided in various organisations. These opportunities: 
 
 Were more likely to increase the engagement of employees with their 
organisations; 
 Made the employees more productive; 
 Reduced the likelihood that the organisation might lose talent the following year. 
 
Job development opportunities not only enhanced the capabilities and skills required 
for an organisation to achieve its goals, but also addressed the motivators that drove 
employees to use their capabilities and skills optimally. When such opportunities 
were offered, employees would always seek challenges in their work, and be willing 
to increase the success of the organisations where they worked. Career 
development prepared the employees to meet greater challenges in their jobs and 
promoted their engagement and performance. 
 
2.4.4 Career expectations 
 
Realistic career expectations were inextricably linked to career pathing. According to 
Byars and Rue (2000: 254), career pathing involved a sequence of developmental 
activities involving education, training and job experiences that enabled an employee 
to hold more advanced jobs. This clearly placed the significance on education, with 
the essential adjuncts of the exchange of ideas and clear communication from 
management. In addition, accessibility to a stimulating and challenging work 
environment was found to be highly significant to ICT professionals. (Burnes, 2005: 
23). 
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A survey of South African ICT professionals in the broadcasting industry, by Mavuso 
Mda (2010: 233), found that respondents showed little organisational commitment 
and were mostly concerned with remuneration and promotions. Legally, South 
African employers are required to train and develop their employees, particularly 
those in groups designated by AA. She also drew the paradoxical conclusion that 
providing staff with such opportunities increased staff turnover as the market value 
of employees increased. This ‘job-hopping’ (Mavuso Mda, 2010: 234) was found to 
have a negative impact on employers in the ICT sector in South Africa and was a 
large contributor to the ‘brain drain’ of skilled individuals leaving the country (Smith & 
Speight, 2006: 123). 
 
Weidmar (2009: 3) proposed that employees are more likely to be dissatisfied with 
jobs that do not afford continuity. Her study of factors affecting employee satisfaction 
reaffirmed this idea in its finding that one of the most significant affective factors was 
being able to envisage having a future in the employee’s current position. Generally, 
the ICT sector was found to have a high turnover of employees, especially in 
emergent countries. In the case of Egypt (an African economy where parallels could 
be drawn with South Africa), survey results showed that over 75 per cent of ICT 
employees had less than five years experience in their current positions and more 
than 60 per cent expected to change employment within the following five years. In 
contrast, only 38 per cent of the respondents expected to be promoted by their 
current employer. In addition, 71 per cent were prepared to move abroad to 
developed countries where they believed that they would receive higher levels of 
training and development and have improved career paths (El-Ayouti & Kamel, 
2003: 222). 
 
2.4.5 Work experiences 
 
As it has been shown, ICT workers changed their jobs frequently. It was important to 
understand that what they carried from their past experiences of work would affect 
their job performance in a new organisation. Prior work experience included not only 
the relevant skills and knowledge, but also habits and routines that might have been 
difficult to fit into the new organisation. Therefore, such habits and routines limited 
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the positive effect of past experience of performance, suggesting that when a person 
moved across the boundaries of an organisation, his/her past experience may not 
have been completely beneficial (Dokko, Wilk & Rothbard, 2009: 51). According to 
Beyer and Hannah (2002: 636), along with skill and knowledge, the past 
experiences of employees brought a retinue of behaviours and cognitions that had 
been acquired in the previous job. These behaviours and cognitions contributed to 
job expectations that significantly affected the assumptions of workers about how to 
do their work. 
 
The growing instability in employment was the topic of several research studies. 
Scholars, such as Cappelli (1999a: 146; 1999b) and Hall (2002: 199), found 
implications for organisational identification with the help of employment models; and 
the status and patterns of career management. Relatively few people follow 
predictable or stable career patterns in an organisation. For instance, Americans had 
an average of seven employments during their work life in the 1970s. However, by 
2005, this number increased to 10,5 employments. Therefore, the experience of an 
employee within a single organisation, showed only a fraction of his/her total work 
experience. It was assumed that previous work experience was a proxy for 
knowledge. However, findings indicated that previous job experience might include 
habits and routines that did not easily fit into the new workplace.  
 
According to Goldsmith and Veum (2002: 429), the main purpose of hiring more 
mobile employees was that they had more experience. In addition, they could bring 
knowledge to an organisation that enabled increased performance and innovation. 
However, most organisations did not hire mobile workers for their diverse 
knowledge; instead, they searched for those employees who had job experience that 
matched or was similar to the requirements of the organisation. Organisations 
inherently expected that such employees would bring knowledge that would enable 
them to be more productive. 
 
The same authors argued that most of the research work on the relationship 
between job performance and work experience was focused on the work experience 
of employees within an organisation, but tended to overlook any work experience 
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gained outside the organisation. Therefore, the significant point of transfer of 
experience across the boundaries of the organisation was not addressed properly. 
Previous work experience was considered to merely include valuable skills and 
knowledge that could be applied positively to the current job. By contrast, it was 
found that these previous habits and routines could reduce the positive effect of 
previous job experience on current performance. This also suggested that for 
employees who moved across the boundaries of organisations, their past work 
experience carried both costs and benefits. 
  
Higgins (2005: 181), argued that an employee’s ‘career imprint’ was not only 
comprised of the effective values of previously gained skills and knowledge, but also 
affective values such as behaviours and cognitions acquired in past jobs. These 
affective values could influence the assumptions of workers about how to perform 
their jobs. This author proposed that experienced employees carrying effective and 
affective values could significantly contribute to the goals of an organisation, 
particularly when there was a high degree of correlation between current and 
previous work. 
 
2.4.6 Work life indicators 
 
Bardoel, De Cieri, Mayson, MacKenzie & Crozier-Durham (no date: 190) stressed 
the need for the development of a measuring tool that assessed the structure and 
introduction of work life effectiveness strategies in organisations. The authors 
presented a detailed checklist that was developed by the researchers of The 
Australian Centre for Research in Employment and Work (ACREW), in order to 
assess the impact and values of initiatives regarding work life in organisations. The 
developed checklist was an outcome of the collaboration between experienced 
consultants and academics of work life. There were four main components in this 
Key Performance Indicators (KPI) checklist: 
 
 Planning and alignment: Indicated the extent of using a comprehensive planning 
process, in order to develop a business case and align the strategy of the work 
life program with the priorities of the organisation. 
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 Customisation: Indicated the extent of development and customisation of the 
work life program and demonstrated the outcomes to particular individuals and 
organisations. 
 Supportive culture: Indicated the extent to which initiatives had been taken in 
order to develop a supportive culture, support for the program of work life and 
commitment by leadership. 
 Demonstrated values: Indicated monitoring of the work life program, in order to 
demonstrate its value to stakeholders, and to search for improvement 
opportunities.  
 
The checklist was utilised by line management, in their capacity of being responsible 
for diversity and work life issues within organisations. It helped them to report 
outcomes of initiatives of the work life program. Additionally, the results were used to 
illustrate to senior level management what impact and value those initiatives had 
achieved at both individual and organisational levels (Bardoel et al, no date). 
 
2.4.7 Motivation 
 
The axiom of ‘the happy worker is more productive’ has been accepted by 
organisations for a number of years. However, it was mentioned in research 
literature that there seemed to be no significant relationship between performance 
and satisfaction. Many organisations used job-related techniques, such as job 
enrichment, job rotation, and programs of quality work life, to improve the 
satisfaction of workers. The main assumption behind the application of these 
techniques was that job satisfaction led to better performance. It was presumed that 
a satisfied worker would perform at a higher level than one who is dissatisfied 
(Selladurai, 1991: 1). 
 
Other studies viewed motivation in terms of outcomes, rather than needs. Vroom 
(1964) held that an employee made a conscious decision about their level of job 
performance. According Vroom’s ‘expectancy theory of motivation’ (Vroom, 1964), 
an employee’s motivation was directly proportional to three factors: 
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 Valence: How much the employee desired a reward; 
 Expectancy: The probability that the effort would lead to the expected 
performance; and 
 Instrumentality: The belief that the performance would be rewarded. 
 
Thus, this theory concentrated on the following three relationships: 
 
 The effort-performance relationship based on the likelihood that the employee’s 
effort will be acknowledged; 
 The performance-reward relationship based on the extent to which the employee 
believed that desired performance would result in organisational rewards; 
 The rewards-personal goals relationship based on the desirability of the potential 
reward to the employee. 
 
This approach was somewhat idealistic as it stressed expectations and perceptions. 
It did not encompass other real parameters such as position, effort, responsibility 
and education. 
 
Garg and Rastogi (2005: 572) focused on performance motivation through job 
design. According to the authors, a well-defined job could have a significant, positive 
impact on the quality of performance, as well as on employee satisfaction. 
Therefore, job design had taken a position of special importance in human resource 
management. There was a need for jobs to be designed in such a way that stress 
was reduced, satisfaction was enhanced, and employees were motivated. The 
satisfaction and motivation of employees could improve performance; hence, their 
organisations were more capable of competing in the international marketplace. 
 
Many researchers directed their studies towards exploring the factors that enhanced 
the job motivation of employees. For instance, Adler and Gundersen (2008: 192) 
stressed the need for the implementation of systems in which workers could report 
increased perceptions of task significance, skill variety feedback, satisfaction and 
motivation towards internal work. Dodd and Ganster (1996: 329) highlighted the 
interactive relationship between autonomy, variety and feedback, by manipulating 
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these characteristics in laboratory experiments. Additionally, according to Casas-
Arce and Hejeebu (2002: 3) there was an effect of reward from outside activities on 
performance of inside activities. Renn and Vandenberg (1995: 279) found both direct 
and indirect effects of job dimensions on the outcomes of personal work. According 
to Love and Edwards (2005: 88), job control, perceived work demands and social 
support structured into job design, could lead to increased productivity. 
Unsurprisingly, Sokoya (2000) revealed in his research that task identity, skills, 
autonomy, task significance, compensation and job security were critically important 
factors in motivating employees. 
 
Garg and Rastogi (2005: 572) proposed that in order to have effective job design, 
there was a need for management to look at the various aspects of the job and 
identify those that best fitted into the goals of the organisation. Therefore, one of the 
most important foundations of job design was to debate what was required from the 
job with the relevant employee/s. There was a definite link between high involvement 
practices of human resource management that led to enhanced motivation, and high 
performance of organisations. 
 
The results of the implementation of this model tended towards a positive state of 
flow that workers experienced in various situations. The flow state was described as 
the total psychic energy and attention that is devoted to the task and the concurrent 
feelings of energy, comfort and exhilaration. Workers experienced this positive state 
when tasks were matched to their skills, and became cyclically perpetuated into 
positive feelings about their jobs and organisation. Therefore, effective, carefully 
reasoned job design was among the most important characteristics of organisational 
behaviour and human resource management, which ensured survival, growth and 
prosperity in the global marketplace. The authors concluded that in order to induce 
motivation, it was necessary to build a symbiotic, systematic, high performance and 
task induced environment. 
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2.5 CHAPTER SUMMARY 
 
The aim of the current chapter of the research was to review scholarly literature to 
discover and elucidate the significance of job performance. This required the 
interpretation and analysis of the various factors that affect the job performance of 
employees.  
 
Within the context of the ICT sector in South Africa, there was a lack of research 
specific to its unique circumstances. It is an emerging economy, with burgeoning 
labour legislation, such as quotas, AA and BBBEE. Although necessary to redress 
past imbalances, compliance can hamper the ability of employers to select best-fit 
employees and affect the mobility of employees. This has been found to impact on 
job performance and the affective factors that influence it, but more research is 
required to gauge the extent of these variables. Thus, at the present time, job 
performance in ICT in South Africa could only be indirectly investigated by 
examining generalised and global aspects, drawing parallels against ICT sectors in 
other countries, and making inferences from studies conducted elsewhere. 
 
Historically, as the field of study of job performance expanded, so more affective 
factors that influenced job performance were identified. Some of these factors had 
been extensively researched in previous studies, but others required closer scrutiny. 
The factors that influence job performance can be addressed from two points of 
reference, namely that of the employees, or that of the organisations in which they 
work. This research attempted to use a synergistic approach that illuminated and 
addressed the needs and expectations of both parties. There are a myriad of factors 
that could assist and influence employees to improve their job performance. The 
seven selected factors were: Demographics; skills and education; job involvement; 
career expectations; work experiences; work life indicators; and motivation. 
 
Many researchers have offered proposals for models and systems that would 
enhance job performance. For instance, Adler and Gundersen (2008: 192) stressed 
the need for the systems in which workers reported increased perceptions of task 
significance, skill variety feedback, satisfaction and motivation towards internal work. 
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Dodd and Ganster (1996) highlighted the interactive relationship between autonomy, 
variety and feedback by manipulating these characteristics in a laboratory setting. 
Moreover, according to Casas-Arce and Hejeebu (2002: 3) there was an effect of 
reward of external activities outside the organisation on the performance of internal 
activities. Renn and Vandenberg (1995: 279) provided a model that found the direct 
and indirect effects of job dimensions on the outcomes of personal work. However, 
there is still some degree of disparity between theoretical studies and 
methodological approaches, where predictions of what may affect job performance 
were not evidenced within the workplace. 
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CHAPTER 3 
RESEARCH METHODOLOGY 
 
3.1 INTRODUCTION 
 
The current study analysed factors that influence job performance in the ICT sector 
in South Africa. This research was exploratory as there was little empirical 
information available on the emergent ICT sector. Demographically, South Africa is 
unique, as employment is subject to policies such as AA and BBBEE. 
 
This chapter of research methodology presents a clear, precise explanation detailing 
how the current research experiment was done and why the particular method was 
chosen for the research. Furthermore, this chapter describes the research questions 
that were selected and validates their use by linking them to the independent 
variables of the research hypothesis. This research methodology explains how the 
questions were answered and describes the experimental design and methods used 
to analyse the results of the study. 
 
3.2 RESEARCH PHILOSOPHY 
 
When conducting any research, it is essential to consider various ontological and 
epistemological factors and research paradigms. These parameters are used to 
describe beliefs, perceptions and the nature of reality. They directly affected the 
methodology of the research that was undertaken, from its inception, to its design, 
and through to its conclusions. This section seeks to clarify the aspects of research 
that were appropriate to the aims of this particular inquiry. 
 
3.2.1 Ontology  
 
Ontology is defined as the science or study of being. It describes what exists, how it 
appears, what units comprise it and how the units interact with each other. Briefly, 
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ontology describes our view of the nature of reality. To quote Blaikie (1993: 6), ‘an 
ontology is a theory of being.’ Of particular interest is the validation that a supposed 
reality actually exists. An ontological study would describe how to determine reality, 
differentiate between reality and illusion, and decide if the reality exists 
independently or through the experience of those living it. 
 
To illustrate this concept, using the everyday and relevant example of a workplace 
report, ontology would question if the report really described what was occurring in 
the workplace and the objectivity of the author of the report. The complexity of the 
workplace would be introduced, by considering phenomena such as power, control 
and culture. According to Hatch and Cunliffe (2006: 47), there are many ontological 
assumptions that may influence the author’s view of reality and whether s/he 
ascribed importance to one set of attributes over another set. 
 
Incorporating ontology into the current research, the reality being categorised and 
catalogued was dependent on the experiences of the participants in the online 
survey. The ontological units that measured the reality were the previously 
discussed independent variables that affected the dependent variable of job 
performance, the survey questions, and the responses of the participants. The 
author’s preconceived assumptions of which attributes had the greatest influence on 
job performance were minimised in two ways. Firstly, the independent variables 
were selected based on the findings of peer-reviewed research over many years and 
secondly, by basing this study around null hypotheses that were tested by 
quantitative methods. 
 
3.2.2 Epistemology 
 
Epistemology is closely related to ontology and its consideration of what constitutes 
reality. Epistemology examines the most appropriate ways to inquire into the nature 
of the world, knowledge, and the sources and limits of knowledge. Again quoting 
Blaikie (1993: 7), ‘an epistemology is a theory of knowledge.’ Questions of 
epistemology would entail choice of research methods, arguments for what 
constitutes knowledge and ways to produce knowledge. Briefly, epistemology is the 
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science of methods for the acquisition of knowledge. It expands into the set of 
assumptions and claims about ways of gaining knowledge. It examines how to know 
what exists, what is possible to be known and what criteria should be satisfied to 
describe knowledge. 
  
The justified belief was that there were affective variables that influenced job 
performance. The epistemology of the current research entailed statistical analyses 
of evidence to support or dismiss this claim, and decided what framework of criteria 
would be employed to analyse the evidence. The evidence took the form of targeted 
survey questions administered online. The criteria were the calculations of statistical 
importance of each proposed affective variable influencing job performance. 
Variables found to be statistically important would contribute to the knowledge of 
factors that influenced job performance. 
 
3.2.3 Research paradigm 
 
A research paradigm is a dynamic system of scientific knowledge that includes the 
perceptions of peer researchers and is governed by intellectual values and the 
associated decay or endurance of citation. The identification of an emergent 
paradigm and monitoring of changes in an extant paradigm is a challenging task due 
to the complexity and scale involved. Scientific knowledge is integral to science. 
Science advances rapidly through the growth of the vast volume of publications of 
scientific knowledge. The complex and dynamic nature of science presents 
challenges to the attempts of tracking knowledge growth, particularly when intuitively 
attempting to map scientific frontiers. In compiling the conceptual framework and 
hypotheses of the current research, many citations were provided as reference links 
between this new research and existing ones. The higher the number of citations, 
the greater the intellectual value and prestige of new research. As expounded by 
Chen (2005), citation analysis has a long tradition in the transmission of information 
and the growth of science. 
 
In such exploratory research, as was encompassed by the current study, the 
research paradigm was conceived as having four components. The initial focus was 
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on gaining insights and familiarity for later investigation. Secondly, it was descriptive 
research of job performance as it exists in the current ICT sector in SA. The data 
was largely quantitative and statistics were applied. Thirdly, it was used to identify 
and obtain information on the selected affective factors that influenced job 
performance. Finally, it was causal research that sought to predict the reasons 
behind the findings on the affective factors that influenced job performance.  
 
3.3 RESEARCH STRATEGY 
 
The nature of any research could be distinguished by two approaches, namely the 
deductive approach or the inductive approach. A deductive approach would start 
with a generalisation and narrow down to specific points, that is, it is a knowledge-
driven strategy, Conversely, an inductive approach would start with specific points, 
which are broadened into a generalisation, that is, it is a feature-detecting strategy. 
The choice between these two strategies would depend on the nature of the 
research questions that the researcher is asking at a certain time. The presentation 
of research does not necessarily preclude either of these two strategies, as both 
may be embraced. Research frequently involved both strategies in a cyclical way, 
where theory may lead to observations, which in turn lead to the identification of new 
patterns and the development of new theories (Skinner, no date). 
 
The current research followed such a cyclical process by employing both the 
deductive and inductive approaches. It started deductively from the general 
assumption that there were factors that influence job performance and analysed 
them. Then it progressed inductively where the analyses led to specific information 
about which affective factors had a discernible influence on job performance and 
why this might be so.  
 
3.4 RESEARCH DESIGN 
 
According to Skinner (no date), the design of any research was the plan for 
collecting and utilising data so that desired information could be obtained with 
sufficient precision, or so that a hypothesis or hypotheses could be tested properly. 
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The essential parameters of research started with its basic method of approach, 
whether it is qualitative, quantitative, or mixed methods research. The next 
consideration would be the sample or target to be observed, interviewed or 
measured. Research design also would include items and tools such as locations, 
case studies, interviews, questionnaires, discussions, tasks, materials, and etcetera. 
For any given research, there could be numerous ways to address research design. 
The formulation of the research proposal should evaluate the most convenient, 
expedient design that fulfilled the four criteria of validity, authenticity, currency and 
sufficiency. A critical fifth criterion that was often overlooked is transferability. 
 
The most important decisions undertaken in research design centred around the 
case study and the method of research, that is, whether it was qualitative or 
quantitative in nature, or employed a mixed methods approach. These factors are 
discussed in the following sub-sections and reasoning is presented for the case 
study design and choice of a mixed methods approach. 
 
3.4.1 Case study design 
 
As the current research sought to discern factors that influenced job performance, it 
could be considered phenomenological in nature. In phenomenological research, the 
approach would be to highlight how the particular phenomenon was perceived by 
individuals within its sphere of influence. It is concerned with the study of the 
individual’s perspective. A phenomenological approach could be applied to a 
selected sample case study or a single case study. These case studies could 
identify the issues that illuminate system failure and discrepancies and draw 
attention to various situations (Lester, 1999). Normally, this would involve gathering 
perceptions and information through inductive methods such as discussions, 
interviews, observations of participants and representation from the perspective of 
participants of the research.  
 
The author, in seeking the most convenient and expedient method of gathering data, 
proposed a medium-sized, selected sample case study ranging from a minimum of 
100 to a maximum of 150 people, for ease of statistical analysis. It was clear that in-
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depth inductive approaches were unsuitable and impractical as respondents were 
sought within the ICT sector in the whole of South Africa. In order to meet time 
constraints and avoid incurring excessive expense, it was decided that the most 
appropriate strategy to access the sample population and collect information would 
be to employ the computer technology that these employees used in their everyday 
work, through the completion of an online survey. 
 
As this approach allowed the researcher to recruit suitable participants in the most 
direct, relevant and modern way, this would meet the criteria of validity and currency. 
Additionally, this single method allowed the author to access participants at different 
levels within organisations, from ordinary staff, to technicians, and supervisors and 
managers. It also allowed for responses from all types of organisations, from SMEs 
to large corporations. In order to ensure the authenticity of data collected, the online 
survey was designed to eliminate responses from people who were not part of the 
target population. This strategy could also be easily replicated by future researchers, 
thus fulfilling the criterion of transferability. The sampling instrument, strategy and 
population are discussed in detail in section 3.5. 
 
3.4.2 Quantitative research 
 
According to Creswell (1994, cited in Olusegun, 2002: 3), quantitative research was 
the inquiry into a human or social problem on the basis of testing a theory composed 
of different variables, measured with the help of numbers and analysed with 
statistical procedures for determining the validity of the predictive generalisation of 
the theory. In its simplest form, quantitative research has been defined by Punch, 
(1998, cited in Olusegun, 2002: 3) as empirical research that had data in the form of 
numbers. Another definition of quantitative research by Gay and Airasian (2000, 
cited in Olusegun, 2002: 3) was that quantitative research was the collection of 
numerical data to predict, explain and control phenomena of interest.  
 
Quantitative research would be the method by which experimental tests are 
conducted. This method of research usually contained proportions, numbers, and 
statistics. It may be valuable in measuring the attitudes of people, their behaviour 
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and emotional states and their ways of thinking (Shields & Twycross, 2003: 24). It 
was in this context that quantitative methods were applied to test the hypotheses of 
the current research. 
 
Quantitative research would also be described by the word ‘positivism’, which is 
derived from the application of the scientific method. This would have three stages: 
 
 Questions are asked in the form of hypotheses; 
 Research is designed to test the hypotheses;  
 The research yields observations and measurements that support or nullify the 
hypotheses. 
 
The approach of quantitative research is a formal, objective and systematic process 
where numerical data is utilised to measure or quantify the phenomena and to 
produce results. In the pursuit of knowledge, it could test, describe and examine 
cause-and-effect relationships with the help of deductive processes (Carr, 1994: 
716). 
 
The major thrust of the current research was positivistic and placed in the 
quantitative paradigm. It entailed the formulation of a hypothesis, numerical analysis 
of responses generated to an online survey and adhered to the three stages of the 
scientific method. The research was designed to test the hypotheses using a set of 
inter-related questions with selected responses. Participants were not required to 
express their answers in words or provide any written responses. (For the sake of 
authenticity, the only exception to this was to provide their names and those of their 
organisations, if they so wished.) Furthermore, the research had set formal 
parameters in restricting its scope to a maximum of 150 participants who had to be 
currently employed within the ICT sector in South Africa. 
 
Additionally, within the survey itself, there were groups of questions to investigate 
affective factors such as the demographic characteristics, skills and education and 
years of work experience of the respondents. These questions were purely 
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quantitative in nature, requiring factual answers that were not open to interpretation, 
nor required the subjective perceptions or opinions of the participants. 
 
The independent variables chosen to investigate influence on job performance were 
measured using categories of responses to an online survey. Statistics were applied 
to differentiate between significant and insignificant variables. Further interpretation 
was carried out for the variables found to be numerically significant. 
 
3.4.3 Qualitative research 
 
Qualitative research was explained by Creswell (1994, cited in Olusegun, 2002: 3) 
as a process of inquiry to understand a human or social problem. It is holistic and 
complex. This research would be created with words, by detailed reporting of the 
views of informants, and conducted in their natural setting. According to Punch 
(1998, cited in Olusegun, 2002: 3), qualitative research was empirical research 
where data was presented in the form of words rather than in numbers. A further 
definition by Gay and Airasian (2000, cited in Olusegun, 2002: 3) stated that 
qualitative research was the collection of data about various variables, over a period 
of time and in a naturalistic setting, to gain insights which could not be gleaned using 
any other type of research. The method of qualitative research method might be 
employed when the researcher needed to find the meaning of something. There 
were no measurements to be taken or statistics to be calculated, but instead the 
words of users, quotes and descriptions would be used to explore the meaning 
(Shields & Twycross, 2003: 24). 
 
Qualitative research also would be implemented where there was an existing lack of 
theory or research, or where the analysis and description of behaviour or culture was 
required from the perspective of what was being studied. In addition, qualitative 
research could be used to formulate research questions as a precursor to 
quantitative research. The characteristics of qualitative research and the need for 
the generation of conceptual frameworks to draw wider inferences that could be 
applied to a broader population, would mean that it was critical that respondents 
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selected for the research showed the prerequisite range of characteristics or 
experience (Shields & Twycross, 2003: 24). 
 
Although the current research was primarily designed in the quantitative paradigm, 
as it incorporated statistics and hypotheses to be tested, it included several aspects 
of qualitative research. It was exploratory research, in the largely unexamined 
environment of the ICT sector in South Africa. Qualitative research was utilised to 
discover the factors affecting job performance used in setting the survey questions. 
This was completed using an extensive literature search into other job performance 
and work life studies, in other employment sectors and countries, to identify the 
factors that these deemed most important.  
 
Also in the manner of qualitative research, the respondents were contacted and data 
was collected in their natural setting, that is, via the virtual world of the Internet, 
using computers that they employed in the course of their everyday work. 
Furthermore, it required the generation of a conceptual framework, which linked and 
inter-related affective variables to be tested to discover whether or not they had a 
significant influence on job performance. 
 
The final qualitative aspect of the current research could be discerned in the nature 
of the online survey itself. A group of questions posed required responses based on 
the participants’ own perceptions and opinions. An example of this was question 25 
that asked the employees to rate their own job performance, which was highly 
subjective. The selection of answers to such survey questions were obviously 
influenced by the respondents’ personal traits and experiences, providing multiple, 
different points of observation. 
 
3.4.4 Mixed methods research 
 
The core differences between qualitative and quantitative research methods lay in 
the areas of the collection and analysis of data. Gall, Gall and Borg (1999), cited in 
Olusegun (2002: 3), argued that quantitative research was heavily dependent on 
statistical analysis and numerical data, whereas qualitative research made very little 
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use of statistics and numbers, but relied on subjective analysis and word-based 
data. 
 
Researchers and methodologists have shown a keen interest in the acceptance, 
status and practice of mixed methods research, especially in the communities of 
health and social sciences. In order to understand the level of acceptance of the new 
method of research, Plano Clark (2010: 428) interviewed the researchers from three 
different disciplines and found three benchmarks for acceptance. She discovered a 
growing interest in mixed methods research. Her proof was that graduate students 
are combining both quantitative and qualitative research in their projects. According 
to a recent research, the number of dissertations using the mixed methods approach 
had increased exponentially between 1997 and 2008. Plano Clark (2010: 428) 
argued that the application of, and discussions about mixed methods research, had 
increased in discipline-based journals. 
 
As qualitative research would follow an inductive reasoning process and quantitative 
research would be deductive, there needs to be clarity on the differences in the 
governing principles for each type of research. Qualitative research would start with 
a research question or problem to be explored. It would involve the selection of a 
small sized sample, such as an individual participation, a small group, or a solitary 
text document, and follow an applied, however loosely defined, pathway. On the 
other hand, quantitative research would start with a hypothesis to be tested, and 
then proceed to use detailed exclusion and inclusion criteria in order to sample a 
large number of respondents with comparable traits (Nicholls, 2009: 586). 
 
Ideally, the topic question or statement of a particular research study would indicate 
the choice of a mixed methods research, by reflecting both the quantitative and 
qualitative interconnected components. The current research topic, ‘Analysis of 
factors influencing job performance in the ICT sector in South Africa’ adhered to this 
ideal. The use of the phrase, ‘analysis of factors’, identified the quantitative 
component. This component was further verified by the parameters given, ‘in the ICT 
sector in South Africa’. The qualitative component was identified by the phrase, 
‘influencing job performance’, as job performance is intangible in its nature. It varies 
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from person to person based on their specific individual traits and experiences, and 
is subject to the opinions of both an employee and an observer attempting to 
measure it. 
 
As was detailed in sub-sections 3.4.2 and 3.4.3, the current study employed mixed 
methods research, incorporating both quantitative and qualitative features, with 
dominance being given to quantitative research. To summarise, these quantitative 
and qualitative features are listed in Table 3.1 on the following page: 
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Table 3.1: Summary of the quantitative and qualitative features 
of the mixed methods research: Analysis of factors influencing job 
performance in the ICT sector in South Africa 
Quantitative features 
 Formulated and tested hypotheses  
 Investigated the influence of independent variables on a dependent variable 
 Was positivistic and adhered to the scientific method 
 Collected numerical data 
 Conducted statistical analysis to ascertain significance of the independent 
variables 
 Was formal, objective and systematic 
 Had set parameters and used exclusion criteria 
 Investigated a medium-sized sample rather than a single case or small sample
 Took the form of a survey with closed, pre-selected response choices 
 Did not require word-based responses from participants 
 Contained survey questions requiring purely factual responses  
 Employed deductive processes to investigate cause-and-effect relationships 
Qualitative features 
 Was exploratory research in an unexamined area of study 
 Was based in the realm of social sciences 
 Searched literature to identify the independent variables 
 Generated a conceptual framework 
 Searched literature to set the survey questions 
 Investigated a medium-sized sample rather than a large sample 
 Collected data in the respondents’ natural setting 
 Contained survey questions that required responses based on the subjective 
opinions of respondents 
 Employed inductive processes to speculate reasons for the findings 
(Source: Author’s own construct) 
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3.4.5 Advantages and disadvantages of using mixed methods research 
 
There are various possible mixed methods research designs, depending on the 
purpose of the research. In addition, the design of mixed methods research depends 
on the weights given to the quantitative and qualitative portions. The researcher has 
to decide which approach should be used and has which component has dominance 
(Connelly, 2009: 31). Moreover, in mixed methods research, quantitative and 
qualitative data can be collected in sequence or at the same time. 
 
Mixed methods research has many advantages, for instance, it can provide a 
narrative to add meaning to numerical data, or conversely, it can add precision to a 
narrative by utilising numerical data. To extrapolate further this potential synergism, 
mixed methods research allows the researcher to answer more complete and 
broader questions, because they are not limited to a single approach. One method 
of research can be used to overcome the shortcomings of the other research 
method, providing strengthened evidence for forming conclusions. The use of both 
quantitative and qualitative data in research can provide more complete information 
about the research subject, leading to greater knowledge.  
 
However, it is important to remember that mixed research method has 
disadvantages too. It may be difficult for a researcher to conduct both qualitative and 
quantitative research, particularly if both types of data are collected at the same 
time. This difficulty can be minimised or avoided by careful planning of the research 
design, including such precautions as structured questions, limiting the form of 
responses from participants and by setting strict parameters. Mixed methods 
research may also be expensive as well as time consuming.  
 
One key criticism is that researchers may not clearly link and integrate results from 
the quantitative and qualitative data to provide a complete understanding of the 
process. The researcher should explore ways to overcome such problems when 
presenting their findings. Adapting the recommendations from Connelly (2009: 31) to 
the presentation of a single document, the numerical results could be integrated 
within the written narrative. Another solution could be to write two separate sections, 
 
 
  48
one with the qualitative outcomes and the other with the quantitative outcomes. 
However, in order for a reader to understand completely the findings of the study, 
the researcher should explain the mixed methods approach and take care to link the 
sections by cross-referencing and correlating the two sets of results. 
 
In the presentation of the current study, the advantages and disadvantages of mixed 
methods research were taken into consideration. The following measures were used 
to gain benefit from the advantages and eliminate the disadvantages: 
 
 Quantitative research was weighted as dominant in this study, by restricting the 
answer format of the survey questions and employing of the use of statistical 
analysis; 
 Both a conceptual framework and a hypothesis were formulated in the design of 
the research; 
 To meet time constraints, the two types of data were collected simultaneously, by 
incorporating both factual and opinion-based questions in the online survey; 
 Costs were minimised by inviting participants via email and administering the 
online survey at a host website; 
 The online survey was set up to eliminate chance or unsuitable participants that 
were not currently employed in the ICT sector in South Africa, thus ensuring that 
the set parameters were adhered to; 
 The responses to questions were limited to the formats of yes/no, multiple choice 
or Likert’s scale of agreement; 
 Data collection was simplified by directly channelling it into a user-friendly 
electronic format; 
 The numerical results of the statistical analyses were integrated with a written 
narrative; 
 The evidence of the numerical findings was strengthened by exploring the 
possible reasons behind them and pinpointing feasible areas for future research. 
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3.5 METHOD OF DATA COLLECTION 
 
Sub-section 3.5.1 below discusses some traditional research methods that could be 
used to collect survey-based data. Such methods of conducting surveys were 
investigated for use in the present study, in order to find useful elements that could 
be used as a basis for the design of a sampling instrument that would best fit the 
type of data sought. Four of these methods are briefly mentioned. Where 
appropriate, useful elements are identified, or reasons are given as to why they were 
not considered suitable or adequate for the present study. 
 
The sub-sections that follow describe the data collection method that was actually 
utilised in the current research, namely an online survey. Sub-sections 3.5.2 to 3.5.6 
provide details of the selection of the sampling instrument, the sampling strategy and 
target population, the design of the sampling instrument, the validity of the sampling 
instrument and the sampling procedure. 
 
3.5.1 Traditional methods of data collection 
 
(a) Face-to-face survey: It is generally agreed that this technique has the highest 
response rate and longer interviews are more likely to be tolerated by 
respondents. Moreover, the researcher gets more detailed or richer data from it 
and an interviewee’s attitude can be observed. The disadvantages of this survey 
method are that it is expensive, time-consuming and limited in its geographical 
reach (Health Commission Unit, University of Toronto, 2006). Before it is 
conducted, the researcher needs to undertake some background reading or 
research. There are some important factors to be kept in mind while conducting 
survey interviews. Firstly, the interviewer should have done some preliminary 
work in order to formulate questions and must have some idea of the 
expectations of the research. Secondly, the interviewer must avoid leading the 
survey interview and permit the interviewee to reply from his/her point of view 
(Skinner, no date).  
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(b) Telephonic survey: This instrument has a high response rate, estimated to be 
between 60 and 76 per cent (Health Commission Unit, 2006). The increasing 
popularity of the telephone interview as a method of research is a reflection of 
social change and advancements in technology, particularly the acceptability and 
use of telecommunications in general. This instrument has a large reach and the 
advantage that interviewees can be screened to meet the required criteria. 
However, it is limited in the number of questions that can be posed, cannot show 
stimuli and can be expensive compared to other survey methods (Perner, 2010). 
Researchers who directly compare face-to-face and telephonic survey methods 
tend to conclude that to the data collected is comparable in quality. It has been 
used for various large survey studies (Carr & Worth, 2001: 511). 
 
(c) Mail-intercept survey:  This instrument has a typically low response rate, but it 
is extremely variable, estimated to be anywhere from 20 to 80 per cent. Interview 
bias is eliminated as there is no contact with the interviewer and it has a wide 
geographical reach, but it is obviously inappropriate for low literacy or vision-
impaired audiences (Health Commission Unit, University of Toronto, 2006). 
Costs are lower than face-to-face and telephonic surveys, and text and graphics 
can be inserted. However, this sampling instrument has a long response time 
(Perner, 2010). 
 
(d) Staff survey: This is a useful instrument for collecting data within an 
organisation. A staff survey usually comprises a battery of questions in printed 
format. Response rate is not relevant as participation is often compulsory, albeit 
anonymous. The questionnaire is usually used to obtain the candid opinions of 
employees and collect information about any key issues, for example, work life 
indicators and level of motivation. The information can be used, for example, to 
improve workplace conditions or refine processes. This instrument requires 
thoughtful design and planning before implementation and timely, quality 
feedback is very important after it is conducted (www.fullcirclefeedback.com, no 
date). 
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The investigation of these four types of sampling instruments led to the following 
decisions: 
 
 The face-to-face survey would have restricted the researcher to using a target 
population in his own geographic area. In addition, it usually only targets a small 
sample, and is expensive and time consuming. Its useful element is that the 
participants are not anonymous, but are present in person, with their names and 
organisation usually being known to the researcher. This eliminates chance 
participation by unsuitable respondents and authenticates the data. 
 
 The telephonic interview method was considered as it uses the technology of the 
sector being investigated and would have allowed relatively easy access to a 
larger sample of participants all around South Africa. However, it was decided 
that this sampling instrument would be prohibitively expensive as well as time-
consuming. 
 
 The mail-intercept survey was rejected as it can also be costly, has a low 
response rate and long response time. Also, it would be perceived as ‘old-
fashioned’ by ICT personnel. Its useful features are its geographical reach and its 
textual rather than verbal format. 
 
 The staff survey, with its battery of inter-related questions, whether they are open 
or closed, had all the attributes necessary for the collection of the type of data 
required. However, it is usually designed according to the characteristics and 
requirements of a single organisation and conducted internally within that 
organisation. 
 
3.5.2 Selection of an online survey as the sampling instrument 
 
This sub-section describes the sampling instrument that was selected as the method 
of data collection for the current study, namely the online survey. The proliferation of 
technology and technological applications has enabled great advancement in the 
techniques used for survey-based research. These include enhanced questionnaire 
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techniques, systematic sampling techniques and computerised analysis of data. 
Survey-based research has become increasingly more scientific and a number of 
leading associations are developing industry practices. During the past three 
decades, technology has revolutionised survey administration techniques, with the 
development of the email survey technique in the 1980s and web-based surveys in 
the 1990s (Schonlau, Fricker & Elliot, 2001). 
 
The costs of computer hardware and software are continually decreasing with a 
concurrent increase in the popularity of the Internet for communication and 
information. Online communities are growing and flourishing, creating unique 
populations that provide access to a virtual world of research opportunities in areas 
ranging from interpersonal, to group, to organisational, and to mass communication 
(Wright, 2005). However, it should be born in mind that despite this growth, there are 
age, ethnic and income groups that do not have access to the Internet (Health 
Commission Unit, 2006; & Gingery, 2011). 
 
Until recently, creating and conducting online surveys was extremely time-
consuming and required specialised skills, including familiarity with web authoring 
programs, Hypertext markup language (HTML) code and scripting programs. 
However, the advents of author software packages and online survey services have 
made this sampling instrument much faster and easier to use. There are numerous 
host websites specifically devoted to doing online surveys. These offer a variety of 
products and services enabling researchers to save considerable time and effort in 
both survey compilation and data collection. A researcher can assess their needs, 
budget, and time frame and comparison shop when deciding which business to use 
(Wright, 2005).  
 
Although an online survey may have an unpredictable, often low, response rate, 
ranging from 20 to 70 per cent (Health Commission Unit, 2006), it has a number of 
advantages. For instance, an online survey has a wide reach, can obtain a large 
sample, is flexible, convenient, permits easy follow-up, and can be done in a short 
space of time (Wright, 2005). Furthermore, it eliminates the need for an actual 
interviewer to be present, who might influence responses. It has been found that 
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participants are often more willing to share personal information and their true 
feelings and opinions as they are not disclosing it directly to another person. In 
addition, participants are free to complete the survey in their own time, at their own 
pace, when convenient. They may even have the option of exiting an incomplete 
survey at and coming back to it to finish it at a later time (Gingery, 2011).  
 
An online survey can be set up with very specific parameters to include suitable 
participants and exclude those who do not meet the requirements. The designer has 
many options available in terms of format, from simple to very complex and being 
able to choose either open or closed questions or a mixture of both. Intricate skip 
patterns and logic can be employed, routing the participant from one section to 
another, depending on their responses. One of the most efficacious features is the 
ease of data entry and analysis making this sampling instrument very useful for 
quantitative research (Wright, 2005; Gingery, 2011). 
  
Using an online survey as the sampling instrument was relevant to the current 
research as it utilised technology within the ICT sector that was being investigated. 
All suitable respondents could be accessed via this medium as ICT employees use 
computers in the course of their everyday work. The survey would also be presented 
within the environment which ICT employees consider their natural setting, or 
‘comfort zone’ in more colloquial terms. 
 
Table 3.2 on the following page lists the possible advantages and disadvantages of 
using an online survey, specifically within the context of collecting data from 
employees in the ICT sector in South Africa. As can be seen, the advantages far 
outweighed any disadvantages, making this the most suitable sampling instrument 
for the current study: 
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Table 3.2: Summary of the advantages and disadvantages  
of using an online survey as the sampling instrument  
to collect data from ICT employees in South Africa 
Advantages of an online survey 
 Time and cost efficient, with broad geographical reach 
 Relevant to the nature of the research study 
 No need for the presence of an interviewer 
 Large choice of products and services from host websites 
 Excellent design flexibility and formatting options for the researcher 
 Easy access to the ICT employee population 
 Convenient and comfortable for respondents 
 Knock-on effect can draw in more respondents 
 Survey questions can be pre-tested, altered and randomised 
 Rapid deployment and response times 
 Bad/incomplete data and unsuitable respondents automatically 
eliminated 
 Numerical data collected in an electronic format 
 Automatic data storage which is easy to track 
 Data can be exported directly into other electronic formats 
 Ease of follow-up and data analysis 
Disadvantages of an online survey 
 Unpredictable, often low response rate 
 No interviewer to clarify questions 
 Possible cooperation problems 
 Respondents may fail to read instructions or skip over questions 
 Respondents may be deceptive 
 
(Sources: Adapted and compiled from Wright, 2005; The Health Commission 
Unit, University of Toronto, 2006; Perner, 2010; & Gingery, 2011) 
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3.5.3 Sampling strategy and target population 
 
For the purpose of clarity, it is important to define the terms, ‘sample’, ‘sampling’ and 
‘sampling strategy. A sample is a subset of the population containing participants 
selected for a research study; ‘sampling’ is the act of selecting a representational 
portion of the population, for the purposes of research; and a ‘sampling strategy’ is a 
plan that a researcher sets forth to make sure that the sample to be used in the 
research study is a good representation of the population from which the sample is 
drawn (Landreneau & Creek, no date). A sample is obtained rather than a complete 
census of the population, as it is cheaper and more practical and expedient to 
observe a sample. The purpose of sampling is to draw conclusions from a subset of 
the population, which permit inferences about the entire population it represents. It is 
necessary for a researcher to apply inferential statistics to the observations from the 
representational subset to determine the characteristics of the population that it 
represents (Mugo, 2002).  
 
As summarised by Evans and Rooney (2010: 126), there are two different types of 
sampling techniques. The first category is probability or objective sampling. Here, all 
possible respondents are identified in advance and every single member of the 
population has an equal, non-zero chance of being selected. Methods of probability 
sampling include systematic stratified, cluster and multistage sampling. The second 
category is non-probability or subjective sampling. In contrast, non-probability 
sampling selects respondents from the population in a non-random way. Examples 
of non-probability methods include convenience, quota and referral sampling. 
 
The current study employed a combination of two different non-probability sampling 
techniques, namely convenience and referral sampling. The purpose was to acquire 
responses within the sampling frame of any employees who were currently 
employed in any capacity in the ICT sector, within the geographical area of South 
Africa. 
 
The convenience sampling technique recruited participants through an emailed 
invitation and postings on two local ICT websites that included a uniform resource 
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locator (URL) which linked them directly to the start of the online survey hosted at 
the website, www.thesistools.com. As research had shown that the predicted 
response rate could be very low, the email was sent to a large database of 
approximately 1500 suitable participants. It was conservatively estimated that a 
maximum of 10 per cent of recipients might respond. A referral sampling technique 
was used in order to try boosting the return rate and achieve a knock-on effect. 
Recipients were asked to forward the email with its link to other people they deemed 
appropriate respondents. The email can be viewed in Annexure A. 
 
The final collected sample of ICT employees comprised 99 ordinary staff, through 
technicians, to supervisors and managers. Although most respondents did not 
specify their organisations, those that did were mostly employed in large 
corporations, with some in SMEs. The sample size was restricted to a range from a 
minimum of 100 to a maximum of 150 participants, for ease of statistical analysis. 
The sample population is characterised in greater detail in Chapter 4, section 4.2. 
 
3.5.4 Design of the sampling instrument 
 
The online survey was designed to acquire data on the five proposed independent 
variables of the null hypothesis as described in section 1.4, using the seven factors 
discussed in section 2.4. The correlations of these variables and factors are 
documented in the conceptual framework outlined in Table 1.1.  
 
The questions included in the online survey were reworked and reworded seven 
times during the design process and pre-testing phases. The first few versions 
included both closed and open questions, but it was decided that open questions 
were unsuitable as they would make the time taken to answer the survey too long. 
Therefore, open questions were eliminated. 
 
Version 6 of the survey, containing 25 questions, was put online and a small closed 
group of experienced ICT employees and an instructional designer known to the 
researcher were requested to beta test and review it. Version 6 is inserted in 
Annexure B. (The pre-testing phase is discussed further in sub-section 4.3.2.) Based 
 
 
  57
on their feedback and recommendations, the survey was extended to include thirty 
questions. This final Version 7 was then put online. It can be viewed in Annexure C.  
 
The final online survey had certain intentional and logical design elements built into 
its structure in order to achieve the required data collection, such as: 
 
 The survey had the option of anonymity, as respondents were not required to 
complete the fields in questions 2 and 3, which asked for their names and 
organisations. All other fields, with the exception of question 4, which asked the 
respondent to indicate his/her ethnic group, were compulsory. 
 The questions were randomised to avoid data skewing by predictive behaviour 
on the part of the respondents. 
 The remaining 27 questions were divided into three groupings, namely: 
i. Factual questions, such as demographics, level of education and number 
of years of experience; 
ii.  Perspective questions, such as feelings and opinions about their job,         
workplace and experiences; 
iii. A 10-point scale array rating their job performance from four different 
vantage points – theirs, their peers’, their team’s and their manager’s. 
 
The survey was designed to generate appropriate answers to the specific question 
being posed. The available answer options (with the exception of questions 2 and 3) 
were all multiple choice, yes/no, or Likert’s scale of agreement (refer to sub-section 
3.6.2). Certain individual questions that did not fit these answering profiles, such as 
those relating to demographics, had their own specific numbered options, for 
example question 4 about ethnic group had the choices: 1-Black; 2-White; 3-
Coloured; 4- Asian; 5-Indian; or 6-Other. 
 
3.5.5 Structure of the sampling instrument 
 
Seven factors found to affect job performance were selected as the determining 
factors, as listed in section 1.2 and detailed in section 2.4. To revisit, these were: 
demographics; skills and education; job involvement; career expectations; work 
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experiences; work life indicators; and motivation. These seven factors were cross-
linked and inter-related to produce the five independent variables that were analysed 
to discover if they had an influence on the job performance of employees in the ICT 
sector in South Africa. The five independent variables are tabulated in the 
conceptual framework and illustrated in the null hypothesis in section 1.4. To revisit, 
the five independent variables formulated were: demographics; skills and education; 
job satisfaction; motivation; and experience. 
 
Questions 4 to 30 in the online survey (with the exception of question 25 which is 
dealt with separately) were specifically designed to relate to the seven determining 
factors. The following breakdown cross-links each question to the determining 
factors that it was designed to investigate. 
 
This allocation is compiled in Table 3.3 on the following page. It shows that each of 
the five independent variables had several questions that were related to it, through 
the cross-linkage of the seven affective factors. These relationships may be direct or 
indirect.  
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Table 3.3: Linkage between survey questions*, the 7 factors 
detailed in Chapter 2.4: Factors affecting job performance and 
the 5 independent variables illustrated in Chapter 1.4: Hypotheses 
Factors affecting  
job performance 
Survey 
question 
Independent variable of 
hypotheses 
2.4.1 Demographics  
4 
H01: Demographics 
 
5 
6 
7 
11 
29 
2.4.2 Skills and education 
8 
H02: Skills and education 
H05: Experience 
11 
16 
21 
24 
29 
30 
2.4.3 Job involvement   
12 
H03: Job satisfaction 
H04: Motivation 
14 
16 
17 
19 
24 
27 
2.4.4 Career expectations 
14 H03: Job satisfaction 
H04: Motivation 
17 
21 
28 
2.4.5 Work experiences  
9 
H05: Experience 
10 
11 
15 
18 
22 
24 
26 
27 
2.4.6 Work life indicators 
13 
H03: Job satisfaction 
H05: Experience 
14 
15 
16 
18 
20 
21 
22 
23 
24 
2.4.7 Motivation 
15 
H03: Job satisfaction 
H04: Motivation 
16 
17 
19 
28 
 
(Source: Author’s own construct) 
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The following Table 3.4 provides a summary of Table 3.3 and shows concisely which 
questions were linked to each of the five independent variables of the hypotheses: 
 
Table 3.4: Summary of linkage between the survey questions* and 
 the 5 independent variables illustrated in Chapter 1.4: Hypotheses 
Independent variable 
of hypotheses Directly or indirectly linked survey questions 
H01: Demographics 4, 5, 6, 7, 11, 29 
H02: Skills and education 8, 11, 16, 21, 24, 29, 30 
H03: Job satisfaction 12, 13, 14, 15, 16, 17, 18, 19, 20, 21, 22, 23, 24, 27, 28 
H04: Motivation 12, 14, 15, 16, 17, 19, 21, 24, 27, 28 
H05: Experience 8, 9, 10, 11, 13, 14, 15, 16, 18, 20, 21, 22, 23, 24, 26, 27, 29, 30 
(Source: Author’s own construct) 
[*Note: Question 25 is omitted from Tables 3.4 and 3.5 as it was designed to 
measure job performance directly, and not one of the affective factors or 
independent variables.] 
 
3.5.6 The sampling procedure 
 
The online survey was hosted at www.thesistools.com. The author set up the survey 
on this website using the online design and formatting products and services offered 
by the host site. This included the selection and insertion of HTML text, answer 
fields, routing and branching features, and feedback notification features.  
 
The invitation email was sent out to a database of potential respondents. It included 
a URL that routed them to the start of the online survey. In addition, the URL was 
provided on two local websites, namely http://www.mybroadband.co.za and 
http://www.prophecy.co.za. 
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Participants were verified as being employees currently in the ICT sector in South 
Africa by the first question. If they responded ‘no’ to this question, their surveys were 
excluded from the final tally and not used for statistical analysis. 
 
In addition, if they accessed the survey through the website on which it was hosted, 
their answers were allocated a code that identified them as such. Their answers 
were then eliminated from the sample. Only the answers of participants who 
accessed the survey through the specific URL provided in the recruiting email or via 
the two local web sites linked to the survey were used in the subsequent data 
analysis. 
 
The survey was set to run for four weeks, or until the maximum of 150 responses 
was received, to ensure an adequate number of ‘hits’. As hits were received, the 
author was notified of the tally and the data from correctly completed surveys was 
entered into a Microsoft Office Excel spreadsheet. A total of 107 completed surveys 
were received, of which 99 respondents indicated that they were directly employed 
in the ICT sector in South Africa. The spreadsheet of survey results is inserted as 
Annexure D. 
 
3.6 METHOD OF DATA ANALYSIS 
 
This section on data analysis describes the processing and interpretation of the data 
collected in the current research study. Sub-section 3.6.1 explains how the data was 
collected and verified. It outlines the scoring of the survey questions and the 
response to the survey. The raw data returned from 99 valid respondents then was 
converted into usable information. Sub-section 3.6.2 summarises the methods that 
were used to compile and interpret the data, as a prelude to the detailed 
presentation in Chapter 4. 
 
The aim of the data analysis was two-fold. Firstly, it sought to investigate which of 
the selected factors showed statistical significance and thus had an influence on job 
performance. Secondly, it was used to identify and discard the factors that were 
found to be statistically unimportant. 
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3.6.1 Data collection and verification 
 
The questionnaires were automatically compiled into a spreadsheet, with sequential 
numbers being assigned to each respondent as they were received. Questions 4 to 
30 each had ordinal values assigned to their possible answer choices, for example, 
1=Yes and 2=No. 
 
Question 25 differed from the other questions. Firstly, it asked directly about job 
performance itself, rather than about an affective factor that could influence job 
performance. Secondly, it had four parts to it, asking the respondents to rate their 
job performance from four different points of view. Lastly, it was an array of four 10-
point scales. Respondents were asked to choose ratings from ‘very poor’ to 
‘exceptional’. 
 
Nine of the questions used Likert’s scale of agreement for their answer choices. The 
technique was developed by Dr Rensis Likert, in 1932 (Jamieson, 2004: 1218). This 
psychometric response scaling technique was used to measure participants’ 
preferences by indicating their degree of agreement to a statement with the help of 
an ordinal scale. The intention was to provide a means of measuring psychological 
attitude in a scientific way. Responses to each specific question could be analysed 
separately, or summed with related questions, in order to develop a score for a 
group of statements. 
 
The survey ran for the entire four-week period and yielded responses from a total of 
108 participants. Of these, one was eliminated as this questionnaire was incomplete. 
This left the actual number of 107 questionnaires received. The tally of 107 
completed questionnaires was within the required range of 100 to 150 responses, 
albeit just above the minimum number. Of these, 99 respondents indicated that they 
were directly employed in the ICT sector in South Africa. These 99 met the criteria of 
the study and thus were verified as suitable for data analysis. 
 
It should be noted that a majority of respondents took advantage of the anonymity 
option. Approximately 17 percent provided both first and surnames, 44 per cent gave 
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their first names only and 33 per cent named their current employer. Additionally, 
although this question was optional, all respondents indicated their ethnic group. 
 
3.6.2 Data interpretation procedures 
 
This sub-section is merely intended to provide an introductory overview of the 
procedures used to compile and interpret the data collected by the online survey. 
These will be detailed in Chapter 4, in the analysis of the returned data and the 
empirical results. 
 
(a)  Data compilation: During the preliminary research for this study, no appropriate 
method was found for obtaining numerical data for the dependent variable of job 
performance. Consequently, the author developed his own instrument to obtain 
the required data. The resultant measuring instrument is discussed in the 
relevant sub-section 4.3.1(a). A weighted job performance index (JPI) was 
calculated for each respondent using the array of four 10-point scales in 
question 25. 
 
Simultaneously, measuring instruments were constructed for the measurement 
of the five independent variables by grouping the rest of the questions into 
mutually exclusive categories according to the seven affective factors being 
studied. 
 
(b) Validity testing: After the results were received, the validity of the sampling 
instrument was examined to see if the answers returned by the respondents 
would allow appropriate inferences to be made about the population currently 
employed in the ICT sector in South Africa, for the specific purpose of analysing 
the influence of factors on job performance. 
 
(c) Reliability testing: In order to test the reliability of the above-mentioned 
measuring instruments, calculations of internal consistency were required. 
Cronbach’s alpha reliability coefficients were calculated for groupings within 
each category of questions that related to a specific factor being investigated. 
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Cronbach’s alpha is often employed where variables developed from summated 
scales, such as Likert’s scale of agreement. 
 
(d) Statistical analysis: Statistical analysis was then utilised to investigate the 
causal effect of the five independent variables on the dependent variable of job 
performance. The software, Statistical Package for the Social Sciences (SPSS), 
was employed. The collected data was assembled into mutually exclusive 
categories, based on groupings of questions according to the seven affective 
factors, and hence the five independent variables. 
 
Chi-square tests for independence were performed on each category. If it could 
be determined that a statistically significant relationship existed, then it could be 
stated with a degree of confidence that the estimated relationship was close to 
the true relationship (Sykes, no date). The results of these tests can be viewed 
in Annexure F. 
 
3.7 CHAPTER SUMMARY 
 
This chapter detailed and motivated the mixed methods research methodology 
employed in the current study. An online survey comprised of thirty closed questions 
was conducted to analyse the factors that influence job performance in the ICT 
sector in South Africa. Many of the questions employed summative scales such as 
Likert’s scale of agreement. The survey was promoted via an invitation email and 
postings on local websites. 
 
Moreover, this chapter explained the selection of the sample population and the 
sampling procedure. It further described the design, testing, and implementation of 
the sampling instrument, an online survey. This culminated in the collection and 
verification of the sample. In conclusion, a cursory overview of the data collection 
and interpretation procedures was given. Chapter 4 presents a detailed investigation 
of the compilation of data and the statistical analysis, with the subsequent testing 
and assessment of each part of the null hypothesis of the current study. 
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CHAPTER 4 
 
RETURNED DATA AND EMPIRICAL RESULTS 
 
4.1 INTRODUCTION 
 
Chapter 2 investigated job performance and the factors that influence it, particularly 
in the ICT sector in South Africa. Based on this, seven affective factors were 
selected for analysis. These seven factors were then combined to form the five 
independent variables of the null hypothesis.  
 
To recap, the seven affective factors selected were:  demographics; skills and 
education; job involvement; career expectations; work experiences; work life 
indicators; and motivation. The five combinant independent variables were: 
demographics; skills and education; job satisfaction; motivation; and experience. 
 
Chapter 3 then discussed the mixed methods research methodology employed in 
this study, ‘Analysis of factors influencing job performance in the ICT sector in South 
Africa. Moreover, this chapter explained the selection of the sample population and 
the sampling procedure. It further described the design, testing, and implementation 
of the sampling instrument, an online survey. This culminated in the collection of the 
sample. 
 
The current chapter specifies the methods of data analysis and the approaches 
adopted for the purpose of testing the null hypothesis. This begins with a description 
of the sample population. It further includes an exploration of the data compilation, 
and how this produced and validated the instruments that were used. The reliability 
of the survey was confirmed through internal correlation by finding Cronbach’s alpha 
reliability coefficients for groupings of questions according to the seven affective 
factors that were used to produce the five independent variables. The ‘N-1’ chi-
square test for independence was employed to assess each part of the null 
hypothesis of the study. Lastly, the empirical results are presented and interpreted. 
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4.2 THE SAMPLE POPULATION 
 
The convenience and referral sampling techniques employed in this study yielded 
107 completed questionnaires. Of these, 99 respondents indicated that they were 
currently and directly employed in the ICT sector in South Africa and their 
questionnaires were verified as suitable for data analysis. The current section 
describes this sample population of 99 respondents. 
 
4.2.1 Confidence interval 
 
The author was unable to locate any reliable data on the actual number of people 
currently employed in the ICT sector in South Africa. Akoojee, Arends and Roodt 
(2007: 21) tabulated a total of 182 800 core ICT workers in 2003. However, a report 
commissioned by the Department of Labour estimated that the average number of 
skilled ICT employees annually for the 2000 to 2005 period was approximately 155 
000 across 6500 companies. Interestingly, in 2005, the Australian Department of 
Innovation (2007:8) reported that the South African ICT sector had approximately 
228 000 employees. In contradiction, the most recent estimate in a report by Isett 
Seta (2010: 3) was 143 076 in 2010. However, their huge disparity notwithstanding, 
these estimates did not reflect the current ICT situation in South Africa, which had 
seen increased growth and sophistication, penetration into other sectors and the 
advent of new ICT professions.  
 
Owing to this lack of information, it was not possible to measure accurately the 
confidence interval for the statistical calculations. However, in the survey system, the 
population size could be ignored when large or unknown, if the sample was 
sufficiently randomised. It was presumed that the online survey used in this study 
had collected a reasonably random selection of individuals in the total population 
based on the three following facts: 
 
 The invitation email was sent to a large database of 1500 potential respondents 
around the country; 
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 The recipients of the email were requested to forward it to colleagues and peers 
in the ICT sector in South Africa; 
 The URL to the online survey was posted on two local industry-related websites 
with the potential to reach all ICT employees within the geographical area of 
South Africa. 
 
Hence, the confidence interval for a sample size of 99, with an unknown population, 
was calculated to be 9,85, at a confidence level of 95 per cent, as shown in Table 
4.1 below: 
 
Table 4.1 Calculation of confidence interval 
Confidence level: 95% 
Sample size: 99 
Population: Unknown 
Percentage  
(of respondents picking a specific answer)  
50% 
(Worst case) 
Confidence interval: 9.85 
 
 
(Source: Author’s own construct, using online calculator available 
from http://www.surveysystem.com/sscalc.htm#two) 
 
 
4.2.2 Characteristics of the sample 
 
This sub-section describes selected characteristics of the sample, which provided 
insights into ICT employees in South Africa. Tallies and average values were 
calculated for the responses to particular questions, using Microsoft Excel. The 
returned data showed that approximately three-quarters of the respondents were 
male (74 per cent) and one-quarter female (26 per cent). Akoojee, Arends and 
Roodt (2007: 25) reported a similar proportion of 76 per cent males and 24 per cent 
females employed in the ICT sector in South Africa in 2003. This implied that the 
gender composition of the ICT workforce had not changed significantly in the 
intervening years. 
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It should be noted that 76 per cent of respondents were white. Although previous 
research had found that there was still a predominance of white males in this sector 
(Akoojee, Arends & Roodt, 2007: 23), this figure was higher than expected. Other 
ethnic groups returned very low percentage responses, ranging from two per cent for 
asians to twelve per cent for coloureds. 
 
Additionally, a majority of respondents fell into the age range of 25 to 34 years old 
(53 per cent), or older. In addition, they were mostly an educated lot – 81 per cent 
held tertiary qualifications and 55 per cent had attended university. If these results 
are considered in conjunction with the disproportionate ethnic mix, they could 
indicate that AA and BBBEE have not yet sufficiently penetrated employment in the 
ICT sector in South Africa. Secondly, it may be that there is an inadequate supply of 
female graduates and graduates in other ethnic groups, as found by James et al 
(2006, July). 
 
About half (49 per cent) of respondents were married and 36 per cent were single. 
More than half (58 per cent) had five or more years experience working in the ICT 
sector in South Africa. However, a greater number (68 per cent) had been in their 
current jobs for less than five years. This agreed with the finding by Mavuso Mda 
(2010: 233) that South African ICT employees change their jobs frequently. 
 
The responsibility of the positions held by the respondents could be gauged from the 
number of employees reporting to them. Just under half (46 per cent) answered that 
they had no employees under them at work, leading to the inference that they were 
ordinary staff and technicians. However, this could also indicate that they were 
performing several different functions autonomously, as proposed by Dwolatzky 
(2010). 
 
The response rates for eight selected characteristics and percentages of the sample 
are both tabulated and graphically illustrated as pie charts in Annexure G. 
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4.3 METHOD OF DATA MEASUREMENT 
 
The following section describes the measuring instruments and procedures used to 
ascribe numerical values to the dependent variable of job performance and the five 
independent variables that were tested against it. These instruments were tested for 
reliability by calculating Cronbach’s alpha reliability coefficients. 
 
4.3.1 The measuring instruments 
 
It is necessary to draw a distinction between the sampling instrument and the 
measuring instruments used in the current study. The sampling instrument 
comprised an online survey targeted at individuals currently employed in the ICT 
sector in South Africa. The measuring instruments were constructed using specific 
parts of the data collected by the sampling instrument. Two different types of 
measuring instruments were required, that is, one for measuring the dependent 
variable of job performance and another for the five independent variables. 
 
(a)  Measuring the dependent variable of job performance: During the 
preliminary research for this study, no reliable method was found for obtaining 
numerical data for the dependent variable of job performance. As mentioned in 
sub-section 3.6.2(a), the author developed his own instrument to obtain the 
required measurements for JPI. This utilised the data returned from question 25 
in the online survey. 
 
The method of marking each of the four sections of this four by 10-point array 
was not known to the respondents. The scale was from 1 to 10, with the final 
mark out of 10. The job performance for each respondent was then calculated 
as a weighted average of his/her four scores. The first three answers were 
weighted equally. However, the final answer for rating by ‘your 
supervisor/manager’ was allocated double weighting as it was deemed the most 
objective and therefore the most significant response. This adjustment was to 
compensate for the cognitive bias of ‘illusory superiority’, where as many as 87 
per cent of respondents were likely to overrate their performance (Juvin, 2010). 
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Based on these calculations, an overall Job Performance Index (JPI) was 
produced for each respondent. 
 
Question 25 from the online survey is illustrated in the following Figure 4.1: 
 
FIGURE 4.1: Question 25 extracted from the online survey. 
(Source: Author’s own construct) 
 
(b)  Measuring the five independent variables: To construct the measuring 
instruments for the five independent variables, the results received from the 99 
respondents to the online survey were assembled into six mutually exclusive 
categories, based on logical groupings of questions. The grouping was decided 
by correlation of the questions’ content and not by question type. The smallest 
category contained three questions and the largest contained seven questions. 
Five groups showed a clear one-on-one relationship to one of the selected 
affective factors, and one group related to two of the factors. 
 
Chi-square tests for independence were performed within each of the six 
groups, I through IIId. The resultant p-values of the ‘N-1’ chi-square tests were 
grouped further to acquire composite scores and averages according to the 
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seven affective factors and subsequently, the five independent variables. This 
procedure is detailed in sub-sections 4.3.1 and 4.3.2. 
 
The six resultant, mutually exclusive categories numbered as groups, I through 
IIId, and the questions they contained, are clarified in the following Table 4.3. 
 
Table 4.3: Grouping of survey questions to construct the measuring  
instruments for the five independent variables H01 to H05. 
Affective factor Question number and description in SPSS Group
2.4.1  Demographics  
Q4: Ethnic Group 
Q5: Age Group 
Q6: Gender (F / M) 
Q7: Marital Status 
I 
2.4.2  Skills and 
 education 
Q8: Level of Education 
Q16: Training Provided by Company 
Q26: Skills from Previous Company 
Q29: Languages 
Q30: Formal Qualifications in Areas Other Than ICT 
II 
2.4.3  Job 
 involvement  
and 
2.4.6  Work life 
 indicators 
Q11: No. of Reportees Under the Employee 
Q12: Regular Absence from Work 
Q13: Up to Date and Accurate Job Description 
Q18: Comfortable and Pleasant Work Environment 
Q20: Projects and Tasks Are Explained Thoroughly 
Q22: Company Goals Properly Communicated 
Q23: Transparent Compensation Policies 
IIIa 
2.4.4  Career 
 expectations 
Q14: Opportunities for Career Growth 
Q21: Company's Assistance for Further Education 
Q24: Supervisor's Guidance 
Q28: Opportunities for Career Advancement Internally 
IIIb 
2.4.5  Work 
 experiences  
Q9: Experience in ICT Sector in SA  
Q10: Length of Service in Current Job 
Q27: Current Job Different from Last Job 
IIIc 
2.4.7  Motivation 
Q15: Salary Fair Compared to Other Staff in the Same Company 
Q17: Salary Fair Compared to Other Companies in ICT Sector 
Q19: Feeling of Being Motivated 
IIId 
(Source: Author’s own construct) 
 
4.3.2 Validity of the survey 
 
Before the survey was launched online, an examination was conducted to ascertain 
the validity of this sampling instrument. It was assessed to see if the questions 
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posed to the respondents would allow appropriate inferences to be made about the 
population currently employed in the ICT sector in South Africa, for the specific 
purpose of analysing the influence of factors on job performance. A method of 
validity testing was sought that covered the breadth of the content area and checked 
that the format used was appropriate (Siegle, 2002). In this sub-section, possible 
methods that could be used to check validity are reviewed, followed by a description 
of how content-related evidence was used to validate the sampling instrument. 
 
According to Del Siegle (2002), there were three general categories of validity tests. 
These are illustrated in the following Figure 4.2: 
 
 
 
 
 
 
 
 
 
 
 
 
 
FIGURE 4.2: Categories of validity 
(Source: Author’s own construct, adapted from Siegle, 2002) 
 
 
 Criterion-related evidence was derived by comparing the instrument with some 
future criteria (predictive) or present criteria (concurrent); 
 Construct evidence was derived by correlating the instrument with other variables 
from which it should differ (discriminant), or with which it should correlate 
(divergent); 
VALIDITY 
Concurrent 
Predictive 
Discriminant 
Divergent 
Content-
related 
Construct 
Criterion-
related 
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 Content-related evidence (also called face validity) asked specialists in the 
content to judge the appropriateness of the items on the instrument. 
 
For the purposes of this study, content-related evidence was selected for validity 
testing. As the questionnaire was designed by the author, pilot studies, or beta 
testing were employed. The intention was to discern the value of the questions and 
their ability to draw forth the correct information needed to answer the research 
questions. There were some general rules borne in mind during the validation 
process, as outlined by Collis and Hussey (2003, 178): 
 
 The purpose of the questionnaire should be explained to the respondents; 
 The questions should be simple; 
 A question should be phrased to only have one meaning; 
 Questions which serve as cross-checks on answers to other questions should 
be included; 
 Questions requiring calculations should be avoided; 
 The questionnaire should be as brief as possible, yet still include all questions 
vital to the purpose of the study. 
 
As mentioned in the previous chapter, several versions of a trial questionnaire were 
constructed, starting with 10 questions and incrementally adding more up to 25 
questions. These questionnaires were validated and expanded sequentially by 
conducting pilot studies among twelve ICT employees in the relevant sector.  
Modifications and improvements were made based on their feedback received after 
each pre-test. 
 
Version 6 of the survey, containing 25 questions, was put online and a small, closed 
group of four experienced ICT managers and an instructional designer known to the 
researcher were requested to pilot test and review it. (Version 6 of the online survey 
is inserted in Annexure B.)  
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The feedback received from the ICT managers was that the questions were all 
pertinent and valid to the aim of this research. However, they pointed out that formal 
qualifications in ICT formed only part of most employees’ knowledge and skill set 
and that other qualifications and languages spoken played an important role in their 
recruitment practices. Furthermore, they also pointed out that the survey only asked 
if the respondents had opportunities for career growth, but did not question if they 
had access to advancement opportunities within their organisations. For her 
contribution, the instructional designer was satisfied that the questions were simple 
to understand, clearly phrased, free of ambiguity and pleasingly formatted. 
 
Based on these expert recommendations, the format of the survey was maintained, 
but it was extended to include thirty questions, culminating in the final Version 7, 
which was deemed valid. It was then uploaded online and used in the actual data 
collection. The final Version 7 can be viewed in Annexure C.  
 
4.3.3 Reliability of the measuring instruments 
 
After the results of the online survey were received, the reliability of the measuring 
instruments, that is the logical groupings I through IIId of mutually exclusive 
questions, was examined. The intent was to see if the answers returned by the 
respondents consistently measured the seven selected factors that were being 
analysed to determine the significance of their influence on job performance index. 
Possible methods that could be used to test reliability are reviewed, followed by a 
description of how internal consistency was established by calculating Cronbach’s 
alpha reliability coefficients. 
 
Reliability could be defined as the extent to which an observation, test, questionnaire 
or any other measuring instrument, produced the same outcomes in various trials. 
This consistency was indicated by the stability of scores across response rates, or 
over time. There were three main aspects of reliability to consider, namely internal 
consistency, equivalence, and stability. Firstly, equivalence referred to the 
agreement between instruments that were administered at the same point in time. 
Secondly, stability occurred when similar scores were obtained with repeated tests 
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on the same respondents. Finally, if scores correlated from one test to the next, then 
the instruments were measuring the same thing and were internally consistent 
(Miller, no date).  
 
According to Del Siegle (2002), there were four general categories of reliability tests. 
These are illustrated in the following Figure 4.3: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
FIGURE 4.3: Categories of reliability 
(Source: Author’s own construct, adapted from Siegle, 2002) 
 
 
 Test-retest consistency was rated by giving the same instrument twice to the 
same group of people; 
 Scoring agreement was assessed based on scores given by people trained to 
evaluate the performance or product, by correlation of their ratings (interrater 
reliability) or by the percentage of times they agree (percentage agreement); 
 Equivalent form consistency was checked by correlating the scores on two 
different versions of the same instrument; 
RELIABILITY 
Interrater 
Split- half 
Kuder-Richardson 
(K-R 20 or K-R 21) 
Internal 
consistency 
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Scoring 
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 Internal consistency measured reliability within the instrument itself in one of 
three ways: 
i.  In the split-half method, the scores were divided into two halves and 
 correlated, for example, by random grouping or by comparing the total scores 
 for odd numbered questions with those for the even numbered questions; 
ii. Either the Kuder-Richardson K-R 20 or K-R 21 formula was used to 
 calculate reliability coefficients in dichotomously scored instruments; 
iii. Cronbach’s alpha reliability coefficients were calculated in non-dichotomously 
 scored instruments. 
 
As the current study used a survey where the majority of questions were multiple 
choice or Likert’s scale of agreement, Cronbach’s alpha reliability coefficient 
calculation was selected as the most appropriate method of establishing the internal 
consistency of the measuring instruments. Additionally, this method would yield the 
same results as the K-R 20 formula when applied to dichotomous answers, which 
addressed the reliability of the ‘yes/no’ questions. To describe Cronbach’s alpha 
mathematically, it would be the average of all possible split-half estimates for the 
same sample (Trochim, 2006). 
 
Subsequently, the first step in the statistical analysis of the collected data was to test 
for internal consistency, and hence reliability, of the measuring instruments 
constructed for the assessment of the five independent variables against the 
dependent variable of job performance index. Cronbach’s alpha reliability 
coefficients were calculated within the six groups, I through IIId, for each question of 
the online survey.  
 
The results of these tests are summarised in Table 4.4 and the complete results are 
collated in Annexure E. All the measuring instruments returned alpha values of more 
than the critical value of 0,500 and thus were accepted as sufficient for the purposes 
of this specific exploratory research.  
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Table 4.4: Composite table of Cronbach’s alpha values  
for the measuring instruments 
Group Affective factor Question number and description in SPSS 
ALPHA 
VALUE 
I 2.4.1 Demographics  
  Q4: Ethnic Group 
  Q5: Age Group 
  Q6: Gender (F / M) 
  Q7: Marital Status 
 = 0.613 
 = 0.574 
 = 0.525 
 = 0.628 
II 
2.4.2 
Skills and 
education 
  Q8: Level of Education 
Q16: Training Provided by Company 
Q26: Skills from Previous Company 
Q29: Languages 
Q30: Formal Qualifications in Areas Other Than ICT 
 = 0.635 
 = 0.522 
 = 0.780 
 = 0.636 
 = 0.721 
IIIa 
2.4.3  
Job 
involvement  
and 
2.4.6 
Work life 
indicators 
Q11: No. of Reportees Under the Employee 
Q12: Regular Absence from Work 
Q13: Up to Date and Accurate Job Description 
Q18: Comfortable and Pleasant Work Environment 
Q20: Projects and Tasks Are Explained Thoroughly 
Q22: Company Goals Properly Communicated 
Q23: Transparent Compensation Policies 
 = 0.693 
 = 0.576 
 = 0.521 
 = 0.649 
 = 0.517 
 = 0.599 
 = 0.743 
IIIb 
2.4.4   
Career 
expectations 
Q14: Opportunities for Career Growth 
Q21: Company's Assistance for Further Education 
Q24: Supervisor's Guidance 
Q28: Opportunities for Career Advancement Internally 
 = 0.664 
 = 0.758 
 = 0.721 
 = 0.773 
IIIc 
2.4.5 
Work 
experiences  
  Q9: Experience in ICT Sector in SA  
Q10: Length of Service in Current Job 
Q27: Current Job Different from Last Job 
 = 0.762 
 = 0.567 
 = 0.674 
IIId 2.4.7 Motivation 
Q15: Salary Fair Compared to Other Staff in the Same Company 
Q17: Salary Fair Compared to Other Companies in ICT Sector 
Q19: Feeling of Being Motivated 
 = 0.575 
 = 0.775 
 = 0.533 
 
(Source: Author’s own construct) 
4.4 THE EMPIRICAL RESULTS 
 
The reliability and validity of the study having been confirmed, chi-square tests were 
conducted to investigate statistically if the five independent variables, namely 
demographics, skills and education, job satisfaction, motivation and experience, 
were found to have an influence on the dependent variable of job performance in the 
ICT sector in South Africa. 
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4.4.1 Data analysis procedure 
 
The SPSS Version 16.0 (2007) computer software program was used to analyse the 
collected data. The results of the online survey were assembled into mutually 
exclusive categories, based on logical groupings of questions. Chi-square tests for 
independence were performed on each category. These chi-square tests determined 
if the six groups, I through IIId, and then the individual questions themselves, were 
shown to have an influence on the dependent variable. 
 
Initially, Pearson’s chi-square test was utilised as the analytical tool. This test had 
the advantages of being simple and efficient. When correctly applied, it would yield 
reliable results (Bulmer, 1979: 165). For these reasons, it was selected rather than 
other statistical techniques such as multiple regressions or ANOVA analysis. This 
particular chi-square test for independence was intended to analyse categories of 
data as were counted and compiled in the results of the online survey.  
 
Pearson’s chi-square test would indicate how likely it was that an observed 
distribution was due to chance. As a ‘goodness-of-fit’ statistical tool, it would 
measure how well the observed distribution of data fitted with the distribution 
expected if the variables were independent (Brace, Kemp & Snelgar, 2009: 113). In 
other words, the chi-square would test each null hypothesis that the variables were 
independent. Wherever the observed data did not fit the model, the likelihood that 
the variables were independent would be strengthened, thus proving the null 
hypothesis incorrect (Bulmer, 1979: 165). 
 
However, in reality, this study encountered a problem with the use of Pearson’s chi-
square test. The collected data met the criterion for this test that the total sample 
should be greater than fifty. However, after the analysis, it was discovered that more 
than 20 per cent of the cell counts were lower than five, which yielded too liberal an 
analysis. Yates’ correction for continuity was suggested, but according to Weaver 
(2009), the use of this correction was controversial and not endorsed by many 
statisticians. The Fisher-Irwin exact test, suitable for large tables and small cell 
counts, was considered as an alternative, but unfortunately, the SPSS software 
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package employed did not have the add-on ‘exact module’ required for this test. 
Consequently, another method was sought to produce a more conservative and 
accurate analysis. 
 
In his investigation of this exact issue with Pearson’s chi-square test, Campbell 
(2007: 3661) asserted that the minimum expected count of five appears to have 
been an arbitrary choice, probably made by Fisher, Pearson’s colleague. Campbell 
further demonstrated via simulations that for comparative trials and cross-sectional 
designs, both the Pearson’s chi-square test with Yates’ correction and the Fisher-
Irwin test were too conservative. In closing, Campbell (2007: 3674) advised that 
where all expected numbers are at least one, the ‘N-1’ chi-square test could be 
used. In the current study, all expected total cell counts were at least one, and the 
Pearson’s chi-squares had already been calculated. Therefore, the ‘N-1’ chi-square 
test was deemed both appropriate and expedient. 
 
The Pearson’s chi-squares were converted to ‘N-1’ chi-squares using the formula: 
  
‘N-1’ chi-square = Pearson’s chi-square X (N – 1) / N 
 
More accurate and less liberal p-values using the recalculated ‘N-1’ chi-squares 
were derived using Graphpad’s recommended and convenient free online calculator 
at http://graphpad.com/quickcalcs/PValue1.cfm. 
 
The resultant p-values for the ‘N-1’ chi-square tests against the dependent variable, 
job performance index (JPI) are reported in Table 4.5. These comprise logical 
groupings of the questions based on the seven affective factors, with a summary of 
the results of the ‘N-1’ chi-square tests for independence. The full, detailed results 
can be viewed in Annexure F. 
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Table 4.5: Composite table of ‘N-1’ chi-square tests showing 
results for job performance index versus measuring instruments 
Group Affective factor Question number and description in SPSS P-VALUE
I 2.4.1 Demographics  
  Q4: Ethnic Group 
  Q5: Age Group 
  Q6: Gender (F / M) 
  Q7: Marital Status 
p = 0.309 
p = 0.532 
p = 0.748 
p = 0.478 
II 
2.4.2 
Skills and 
education 
  Q8: Level of Education 
Q16: Training Provided by Company 
Q26: Skills from Previous Company 
Q29: Languages 
Q30: Formal Qualifications in Areas Other Than ICT 
p = 0.425 
p = 0.035 
p = 0.443 
p = 0.148 
p = 0.496 
IIIa 
2.4.3  
Job 
involvement  
and 
2.4.6 
Work life 
indicators 
Q11: No. of Reportees Under the Employee 
Q12: Regular Absence from Work 
Q13: Up to Date and Accurate Job Description 
Q18: Comfortable and Pleasant Work Environment 
Q20: Projects and Tasks Are Explained Thoroughly 
Q22: Company Goals Properly Communicated 
Q23: Transparent Compensation Policies 
p = 0.719 
p = 0.000 
p = 0.021 
p = 0.000 
p = 0.000 
p = 0.000 
p = 0.003 
IIIb 
2.4.4   
Career 
expectations 
Q14: Opportunities for Career Growth 
Q21: Company's Assistance for Further Education 
Q24: Supervisor's Guidance 
Q28: Opportunities for Career Advancement Internally 
p = 0.000 
p = 0.025 
p = 0.000 
p = 0.002 
IIIc 
2.4.5 
Work 
experiences  
  Q9: Experience in ICT Sector in SA  
Q10: Length of Service in Current Job 
Q27: Current Job Different from Last Job 
p = 0.556 
p = 0.061 
p = 0.173 
IIId 2.4.7 Motivation 
Q15: Salary Fair Compared to Other Staff in the Same Company 
Q17: Salary Fair Compared to Other Companies in ICT Sector 
Q19: Feeling of Being Motivated 
p = 0.040 
p = 0.000 
p = 0.031 
(Source: Author’s own construct) 
 
In sub-section 3.5.5, Table 3.3 listed each survey question and its links to the seven 
affective factors, and hence the five independent variables. In order to accommodate 
these interrelationships as proposed in the conceptual framework, the p-values 
returned by the chi-square tests were extracted from the six mutually exclusive 
groups, I through IIId, and allocated as summarised in the following Table 4.6. 
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Table 4.6: Linkage between survey results, the 7 factors 
detailed in Chapter 2.4: Factors affecting job performance and 
the 5 independent variables illustrated in Chapter 1.4: Hypotheses 
Factors affecting  
job performance 
Survey 
question 
P-value of 
chi-square 
test 
(to 3 dp) 
Influence 
found  
on JPI 
(Yes/No) 
Independent 
variable of 
hypotheses 
2.4.1  
Demographics  
4 0.309 No H01: 
Demographics 
 
5 0.532 No 
6 0.748 No 
7 0.478 No 
11 0.719 No 
29 0.148 No 
2.4.2  
Skills and   
education 
8 0.425 No H02:  
Skills and  
education 
H05: 
Experience 
11 0.719 No 
16 0.035 Yes 
21 0.025 Yes 
24 0.000 Yes 
29 0.148 No 
30 0.496 No 
2.4.3  
Job involvement   
12 0.000 Yes H03:  
Job satisfaction 
H04:  
Motivation 
14 0.000 Yes 
16 0.035 Yes 
17 0.000 Yes 
19 0.031 Yes 
24 0.000 Yes 
27 0.173 No 
2.4.4  
Career  
expectations 
14 0.000 Yes H03:  
Job satisfaction 
H04: 
Motivation 
17 0.000 Yes 
21 0.025 Yes 
28 0.002 Yes 
2.4.5 
Work  
experiences  
9 0.556 No H05: 
Experience 10 0.061 No 
11 0.719 No 
15 0.040 Yes 
18 0.000 Yes 
22 0.000 Yes 
24 0.000 Yes 
26 0.433 No 
27 0.173 No 
2.4.6 
Work life  
indicators 
13 0.021 Yes H03: 
Job satisfaction 
H05:  
Experience 
14 0.000 Yes 
15 0.040 Yes 
16 0.035 Yes 
18 0.000 Yes 
20 0.000 Yes 
21 0.025 Yes 
22 0.000 Yes 
23 0.003 Yes 
24 0.000 Yes 
2.4.7 
Motivation 
15 0.040 Yes H03:  
Job satisfaction 
H04: 
Motivation 
16 0.035 Yes 
17 0.000 Yes 
19 0.031 Yes 
28 0.002 Yes 
 
(Source: Author’s own construct) 
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4.4.2 Compilation of the returned statistics 
 
The sum of the p-values for all the questions allocated to each of the seven affective 
variables was calculated and converted to an average value. From this, it could be 
determined if each affective factor had an overall influence on the dependent 
variable of JPI. The results and interpretation of these summations are tabulated in 
the following Table 4.7. 
 
Table 4.7: Influence of 7 affective factors on job performance 
Affective factor 
Sum of 
p-
values 
No. of 
questions 
in  
grouping 
Average of 
p-values 
for 
affective 
factor 
(to 3 dp) 
Greater than 
(+) or less 
than () 
critical value 
of 0.05 
Overall 
influence 
on JPI 
(Yes/No) 
2.4.1 Demographics  2.934 6 0.489 + No 
2.4.2 Skills and   
         education 
1.848 7 0.264 + No 
2.4.3 Job  
         involvement  
0.239 7 0.034  Yes 
2.4.4 Career  
         expectations 
0.027 4 0.007  Yes 
2.4.5 Work  
         experiences  
1.982 9 0.220 + No 
2.4.6 Work life  
         indicators 
0.124 10 0.012  Yes 
2.4.7 Motivation 0.108 5  0.022  Yes 
 
(Source: Author’s own construct) 
 
These average p-values for the seven affective factors were then allocated to the 
five independent variables using the same procedure. This provided a means of 
determining if each independent variable had an overall influence on the dependent 
variable of JPI. The results and interpretation of these summations are tabulated in 
the following Table 4.8. 
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Table 4.8: Influence of 5 independent variables on job performance 
Independent variable Sum of 
p-
values 
No. of 
factors 
in 
grouping 
Average of 
p-values for 
independent 
variable 
(to 3 dp) 
Greater than 
(+) or less 
than () 
critical value 
of 0.05 
Overall 
influence 
on JPI 
(Yes/No) 
H01: Demographics:      
2.4.1 Demographics 0.489 1 0.489 + No 
H02: Skills and         
         education:      
2.4.2 Skills and education 0.264 1 0.264 + No 
H03: Job satisfaction:      
2.4.3 Job involvement 0.034    Yes 
2.4.4 Career expectations 0.007    Yes 
2.4.6 Work life indicators 0.012    Yes 
2.4.7 Motivation 0.022    Yes 
Total: 0.075 4 0.019  Yes 
H04: Motivation:      
2.4.3 Job involvement 0.034    Yes 
2.4.4 Career expectations 0.007    Yes 
2.4.7 Motivation 0.022    Yes 
Total: 0.063 3 0.021  Yes 
H05: Experience:       
2.4.2 Skills and education 0.264   + No 
2.4.5 Work experiences  0.220   + No 
2.4.6 Work life indicators 0.012    Yes 
Total: 0.496 3 0.165 + No 
 
(Source: Author’s own construct) 
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4.4.3 Statement of the empirical results 
  
Based on the findings summarised in Table 4.8, the null hypotheses were either 
rejected or not rejected. These assessments were given with a confidence interval of 
9,85 (at a confidence level of 95 per cent) as reported in Table 4.1, sub-section 
4.2.1. 
To state the empirical results, in this study titled, ‘Analysis of factors influencing job 
performance in the ICT sector in South Africa’: 
H01a: Demographics, as measured, were found to exert no influence on job 
performance in the ICT sector in South Africa. Therefore, this study failed to reject 
the null hypothesis. 
H02a: Skills and education, as measured, were found to exert no influence on job 
performance in the ICT sector in South Africa. Therefore, this study failed to reject 
the null hypothesis. 
H03a: Job involvement, as a measure of job satisfaction, was found to exert an 
influence on job performance in the ICT sector in South Africa. Therefore, this study 
rejected the null hypothesis. The alternate hypothesis, H3a: Job involvement, as a 
measure of job satisfaction, exerts an influence on job performance in the ICT sector 
in South Africa was supported. 
H03b: Career expectations, as a measure of job satisfaction, were found to exert an 
influence on job performance in the ICT sector in South Africa. Therefore, this study 
rejected the null hypothesis. The alternate hypothesis, H3b: Career expectations, as 
a measure of job satisfaction, exert an influence on job performance in the ICT 
sector in South Africa was supported. 
H03c: Work life indicators, as a measure of job satisfaction, were found to exert an 
influence on job performance in the ICT sector in South Africa. Therefore, this study 
rejected the null hypothesis. The alternate hypothesis, H3c: Work life indicators, as a 
measure of job satisfaction, exert an influence on job performance in the ICT sector 
in South Africa was supported. 
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H03d: Motivation, as a measure of job satisfaction, was found to exert an influence 
on job performance in the ICT sector in South Africa. Therefore, this study rejected 
the null hypothesis. The alternate hypothesis, H3d: Motivation, as a measure of job 
satisfaction, exerts an influence on job performance in the ICT sector in South Africa 
was supported. 
H04a: Job involvement, as a measure of motivation, was found to exert an influence 
on job performance in South Africa. Therefore, this study rejected the null 
hypothesis. The alternate hypothesis, H4a: Job involvement, as a measure of 
motivation, exerts an influence on job performance in the ICT sector in South Africa 
was supported. 
H04b: Career expectations, as a measure of motivation, were found to exert an 
influence on job performance in South Africa. Therefore, this study rejected the null 
hypothesis. The alternate hypothesis, H4b: Career expectations, as a measure of 
motivation, exert an influence on job performance in the ICT sector in South Africa 
was supported. 
H04c: Motivation, as measured, was found to exert an influence on job performance 
in South Africa. Therefore, this study rejected the null hypothesis. The alternate 
hypothesis, H4c: Motivation, as measured, exerts an influence on job performance in 
the ICT sector in South Africa was supported. 
H05a: Skills and education, as a measure of experience, were found to exert no 
influence on job performance in the ICT sector in South Africa. Therefore, this study 
failed to reject the null hypothesis. 
H05b: Work experiences, as a measure of experience, were found to exert no 
influence on job performance in the ICT sector in South Africa. Therefore, this study 
failed to reject the null hypothesis. 
H05c: Work life indicators, as a measure of experience, were found to exert an 
influence on job performance in the ICT sector in South Africa. Therefore, this study 
rejected the null hypothesis. The alternate hypothesis, H5c: Work life indicators, as a 
measure of experience, exert an influence on job performance in the ICT sector in 
South Africa was supported. 
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To conclude, in the current study, ‘Analysis of factors influencing job performance in 
the ICT sector in South Africa’: 
H0: Demographics, skills and education, and experience were found to exert no 
influence on job performance in the ICT sector in South Africa. Therefore, this study 
failed to reject the null hypothesis for these three independent variables.  
H: Job satisfaction and motivation were found to exert an influence on job 
performance in the ICT sector in South Africa. Therefore, this study rejected the null 
hypothesis for these two independent variables. The alternate hypothesis, job 
satisfaction and motivation exert an influence on job performance in the ICT sector 
in South Africa was supported. 
 
4.4.4 Interpretation of the empirical results 
 
The presentation of the empirical results is based on the six mutually exclusive 
categories of questions, that is groups I through IIId. ‘N-1’ chi-square tests for 
independence were performed within each of these six groups. The influence of 
each question was assessed against the dependent variable of job performance, 
using the JPI values calculated from question 25 of the online survey. (The detailed 
results and conclusions are tabulated in Annexure F and the resultant p-values from 
the ‘N-1’ chi-square tests are presented in Table 4.5.) The interpretation of the 
statistical analysis was as follows: 
 
In group I questions, for factors relating to demographics, the ‘N-1’ chi-square tests 
returned the following results: 
 
The job performance of employees in the ICT sector in South Africa: 
 Was not significantly influenced by ethnic group; ( (24, N=99) = 26.91, p > 0.05). 
 Was not significantly influenced by age group; ( (18, N=99) = 16.87, p > 0.05). 
 Was not significantly influenced by gender; ( (6, N=99) = 3.47, p > 0.05). 
 Was not significantly influenced by marital status ( (24, N=99) = 23.71, p > 0.05). 
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In group II questions, for factors relating to skills and education, the ‘N-1’ chi-square 
tests returned the following results: 
 
The job performance of employees in the ICT sector in South Africa: 
 Was not significantly influenced by their level of education;  
 ( (24, N=99) = 24.65, p > 0.05). 
 Was significantly influenced by job-related training provided by management;  
 ( (6, N=99) = 13.55, p < 0.05). 
 Was not significantly influenced by skills acquired in previous jobs;  
 ( (12, N=99) = 12.04, p > 0.05). 
 Was not significantly influenced by the number of languages spoken besides 
English; ( (12, N=99) = 17.05, p > 0.05). 
 Was not significantly influenced by formal qualifications in other areas besides 
ICT; ( (6, N=99) = 5.38, p > 0.05). 
 
In group III questions, for factors relating to job satisfaction, motivation and 
experience, the ‘N-1’ chi-square tests returned the following results: 
 
For group IIIa: Job involvement and work life indicators factors: 
The job performance of employees in the ICT sector in South Africa: 
 Was not significantly influenced by the number of subordinates reporting to them; 
( (30, N=99) = 25.12, p > 0.05). 
 Was significantly influenced by regular tardiness and absence from work;  
 ( (18, N=99) = 72.21, p < 0.05). 
 Was significantly influenced by the presence of up-to-date and accurate job 
descriptions; ( (24, N=99) = 40.08, p < 0.05). 
 Was significantly influenced by having a physically comfortable and pleasant 
work environment; ( (24, N=99) = 79.22, p < 0.05). 
 Was significantly influenced by having projects and tasks explained thoroughly 
and clearly, with realistic deadlines; ( (24, N=99) = 52.97, p < 0.05). 
 Was significantly influenced by the clear and proper communication of their 
employers’ goals; ( (24, N=99) = 59.20, p < 0.05). 
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 Was significantly influenced by the transparency of their employers’ 
compensation policies, philosophies and procedures;  
 ( (6, N=99) = 20.20, p < 0.05). 
 
For group IIIb: Career expectations factors: 
The job performance of employees in the ICT sector in South Africa: 
 Was significantly influenced by being offered opportunities for career growth by 
management; ( (24, N=99) = 57.31, p < 0.05). 
 Was significantly influenced by receiving their employers’ assistance and support 
for further education; ( (6, N=99) = 14.45, p < 0.05). 
 Was significantly influenced by receiving guidance and support from their 
supervisors/managers; ( (24, N=99) = 63.53, p < 0.05). 
 Was significantly influenced by access to opportunities for career advancement 
internally within their organisations; ( (6, N=99) = 21.08, p < 0.05). 
 
For group IIIc: Work experiences factors: 
The job performance of employees in the ICT sector in South Africa: 
 Was not significantly influenced by the length of experience in the ICT sector in 
South Africa; ( (24, N=99) = 22.39, p > 0.05). 
 Was not significantly influenced by the length of service in their current jobs;  
 ( (18, N=99) = 28.05, p > 0.05). 
 Was not significantly influenced by having different routines and procedures in 
their current jobs, as compared to previous jobs;  
 ( (12, N=99) = 16.41, p > 0.05). 
 
For group IIId: Motivation factors: 
The job performance of employees in the ICT sector in South Africa: 
 Was significantly influenced by perceptions that their salaries were fair when 
compared to other staff doing equivalent jobs in their organisations;  
 ( (6, N=99) = 13.20, p < 0.05). 
 Was significantly influenced by perceptions that their salaries were fair when 
compared to equivalent jobs in other organisations;  
 ( (24, N=99) = 86.10, p < 0.05). 
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 Was significantly influenced by their feelings of being motivated to work hard for 
their employers because they understood their job expectations;  
 ( (24, N=99) = 38.48, p < 0.05). 
 
To sum up, when the results were tallied and averaged as listed in Table 4.8, the 
independent variables of demographics, skills and education, and experience, 
returned average p-values greater than 0,05 and thus were found to exert no 
significant influence on the job performance of employees in the ICT sector in South 
Africa. Conversely, the independent variables of job satisfaction and motivation 
returned average p-values less than 0,05 and thus were found to exert a significant 
influence on the job performance of employees in the ICT sector in South Africa. 
 
4.5 CHAPTER SUMMARY 
 
This chapter commenced with the characterisation of the sample population of 99 
respondents to the online survey. Also included was a description of the content-
related validation of the author-created sampling instrument. This was supplemented 
by the reliability testing of the author-created measuring instruments, by checking 
internal consistency. The returned findings of the survey and the derived empirical 
results were presented, and the methods and approaches adopted and utilised for 
the statistical analysis were discussed and justified. In testing and assessing the 
hypotheses, two variables, namely job satisfaction and motivation were discerned as 
having a statistically significant influence on the job performance of ICT employees 
in South Africa. 
 
This study sought to discover and analyse the factors that influence the job 
performance of currently employed ICT workers in South Africa. It was not intended 
to quantify the extent to which they influenced job performance, nor the precise 
nature of their relationships with job performance. However, the conclusory Chapter 
5 evaluates possible implications and ramifications for management, with 
recommendations for improving the job performance of employees in this sector. 
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CHAPTER 5 
 
FINDINGS, CONCLUSION AND RECOMMENDATIONS 
 
5.1 INTRODUCTION 
 
The sector of information and communication technology has been a pioneer and a 
powerful catalyst in addressing the needs and interests of low-income communities 
in developing countries such as South Africa, however, it was not always so. Only in 
the past twenty years or so has a self-conscious appreciation of the ICT sector’s role 
in expanding economic opportunity emerged. The South African ICT sector is the 
largest on the African continent and the twentieth biggest in the world, contributing 
6,4 per cent of the gross domestic product (Gauteng Economic Development 
Agency, 2010).  
 
This exploratory research study sought to investigate a virtually unexamined area, 
by analysing the influence of selected affective factors on the job performance of 
employees in the ICT sector in South Africa. Statistical analysis of data collected via 
an online survey indicated that the independent variables of job satisfaction and 
motivation were found to have an influence on the dependent variable of job 
performance, with respect to all affective factors tested. Demographics, and skills 
and education factors, were shown to have no discernible influence. For experience, 
the only affective factor found to influence job performance was work life indicators. 
 
The interpretation of the results of this inquiry had implications for the management 
of organisations. In order to institute effective transformational leadership practices, 
managers and human resources (HR) practitioners especially, could use this 
knowledge to improve job performance amongst their ICT personnel, enhance the 
ICT of their business, and ultimately, enhance the ICT sector of South Africa.  
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5.2 INTERPRETATION OF EMPIRICAL FINDINGS IN TERMS OF PREVIOUS 
STUDIES 
 
In this section, the empirical findings of this study were interpreted in terms of 
previous studies, for each hypothesised relationship. (For clarity and ease of cross-
referencing, these are categorised according to the six groups, I through IIId, as 
constructed in Table 4.2, sub-section 4.2.1.) On the basis of these preceding 
interpretations, conclusions were drawn regarding the influence of the affective 
factors on job performance in the ICT sector in South Africa. 
 
5.2.1 Factors relating to demographics 
 
When studying the influence of demographic factors, it was necessary to consider 
the sensitivity of characteristics such as gender or ethnicity. Researchers should be 
aware of any personal or workplace biases and prejudices that could affect 
objectivity. Furthermore, South Africa has labour legislation that governs the 
demographic composition of the workforce. The following interpretation was made in 
light of these attitudinal and legal aspects. 
 
As indicated by statistical analysis done on a sample of 99 employees currently 
employed in the ICT sector in South Africa, the current study found that job 
performance was independent of demographic factors such as ethnicity, gender, age 
group and marital status. Similar results were also found by several researchers 
working in this field. According to Courty and Marschke (2003: 268), job 
performance was independent of ethnicity. In addition, job performance was not 
found to be significantly affected by age group (Ramstad, 2009: 423).   
 
Although this study also concluded that job performance is independent of marital 
status, some past researchers differ in their findings. Ramstad (2009: 423) stated 
that, in some cases, job performance does depend on marital status. Other studies 
found that in the case of widows/widowers or divorcees, job performance levels are 
lower than that of unmarried or married employees (Ramstad, 2009: 423). This 
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alternate hypothesis could not be tested nor rejected as the sample sizes of 
widows/widowers and divorcees were extremely small in the current study. 
 
Moreover, the experimental results indicated that job performance was independent 
of whether the respondent was female or male. Many past researchers had 
produced similar results, leading to the conclusion that the gender of an employee 
had no influence on job performance (Samad, 2006: 1). However, some studies 
found that women had a slightly higher level of job performance (Renn & 
Vandenberg, 1995: 279). 
 
5.2.2 Factors relating to skills and education 
 
This research, on a sample of 99 employees currently employed in the ICT in South 
Africa, indicated that a respondent’s highest level of education had no significant 
influence on his/her level of job performance. This was in contradiction of other 
researchers (Trusty & Niles, 2004: 53; Ng & Feldman, 2009: 89), who argued that 
education promoted successful core task performance by providing employees with 
more procedural and declarative knowledge. However, any influence on job 
performance was probably attenuated by the high overall education level of the 
respondents. 
 
Additionally, the majority of respondents gave high ratings to their levels of job 
performance. This led to the inference that most people working in this sector 
believed that their jobs were suitably matched to their formal educational 
qualifications. Furthermore, this result suggested that these ICT employees were 
satisfied that they were getting good value for their education in terms of the jobs 
that they held. Some researchers have reported that the level of job performance 
decreased if an employee felt that s/he is not getting proper value for his/her 
education (Courty & Marschke, 2003: 268), but such an effect was not evident in the 
current study. 
 
Moreover, this study concluded that job performance did not depend on the number 
of languages a person can read, speak, or write. In South Africa in particular, with 11 
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official languages, polyglots would be in high demand in the job market. This higher 
demand would result in increased compensation and incentives, which should result 
in improved job performance. However, employers would also have higher 
expectations of such individuals. Because of this, perceived job performance level 
remained the same (Staw, 1984: 627). This fact was consistent with the 
experimental and statistical findings of the current study. 
 
In a similar manner, this research found that job performance did not depend on the 
skills learnt in previous jobs, nor the possession of formal qualifications in other 
areas besides ICT. It was speculated that current employers may have been 
recompensing these skills and education in such a manner to influence the level of 
job performance positively, but the increased expectations of employees, due to 
their mastery of these skills and education, negated this positive contribution. Hence, 
the overall level of job performance remained unaffected. Furthermore, this finding 
did not support the evidence presented by Welbourne, Johnson and Erez (1998: 
540) that highly educated employees performed more efficiently and effectively at 
organisational citizenship, task performance and productivity performance. 
 
Finally and most importantly, in the interpretation of the statistical results, this study 
indicated that the training provided by an organisation increased the level of job 
performance of employees in the ICT sector in South Africa. This finding supports 
the study of Yun, Takeuchi and Liu (2007: 745) who reported that training helped an 
employee do his/her work more efficiently, which produced increased job 
performance. This result is discussed in greater detail in sub-section 5.2.3(b). 
 
5.2.3 Factors relating to job satisfaction, motivation and experience 
 
(a)  Job involvement and work life indicators 
 
The factors of job involvement and work life indicators could be likened to two 
sides of the same coin. Job involvement depended largely on the level of 
commitment of the employee to his/her company, whereas work life indicators 
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showed the level of commitment of the company to its employees. Hence, these 
two factors were grouped together in the following part of the interpretation. 
 
The statistical analysis of employees working in the ICT sector in South Africa 
provided evidence that the level of job performance increased if an employer 
had transparent compensation policies, philosophies and procedures. This was 
in line with a study of Toyota employees by Zakaria, Hussin, Noordin, Sawal and 
Zakaria (2011: 144). Their empirical result also showed that there was a 
significant relationship between employees’ perception of transparency of 
reward practice and their job performances. Thus, it was apparent that 
transparency fostered trust in management, increased employee engagement, 
encouraged discretionary effort, reduced turnover and created competitive 
advantage (KnowledgePay, 2009: 4).  
 
However, it is noteworthy that some researchers opined that in cases of 
differential compensation policies, it was better to keep such policies confidential 
as the differential salary structure could cause resentment in employees 
(KnowledgePay, 2009: 4). However, every organisation would fall somewhere 
on the spectrum between ‘no disclosure’ and ‘full disclosure’ and at least should 
ensure that its employees comprehended the rationale of the overall 
compensation scheme. It would seldom be appropriate for every employee to 
know what every other employee was earning. 
 
The empirical results of this study also showed that the job performance of 
respondents increased if their companies’ goals were clearly and properly 
communicated. This finding accorded with Locke and Latham’s ‘theory of goal 
setting and task performance’ (1990; 2002: 705). Knowing the company’s goals 
and objectives was motivational as this helped an employee to understand 
his/her own role, see where s/he slotted into the organisation and align his/her 
own personal and professional goals to achieve synergy and a work-life balance.  
 
Moreover, the statistical analysis also indicated that high levels of job 
performance resulted from the clear explanation of projects and tasks with 
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realistic, attainable deadlines. This was further evidence that proper company 
communication was essential for improving job performance. With regard to goal 
setting and task alignment, Locke and Latham’s (1990; 2002: 705) advice to 
employers was to ensure clarity, using techniques such as ‘SMART’, an 
acronym for ‘specific, measurable, attainable, relevant and/or rewarding and 
time bound’. 
 
The recurring maxim of clear organisational communication was continued in the 
finding that job performance level was related to having a valid and up-to-date 
job description. This supported the work by Garg and Rastogi (2005: 572), who 
found that effective job design was a critical factor in motivating and engaging 
employees, leading to increased levels of productivity. 
 
In the final part of this interpretation, the current study confirmed that the 
provision of a comfortable and pleasant work environment increased the level of 
job performance in employees. This was considered along with the result that 
absenteeism and tardiness were negative indicators for job performance. The 
quality of work life was a large contributor to motivation and commitment. This 
effect was evident in the bottom-line successes of many multinational 
companies that had adopted this strategy to increase employee performance 
and productivity.  
 
According to Levering and Moskowitz, in a workplace study by Fortune 
magazine and Great Place to Work Institute (2008: 110), the best example of 
this was Google. For two years in a row, this company was ranked as the top 
company to work for in the United Stated of America. Google has achieved a 
remarkably high level of employee happiness and job performance by treating its 
staff incredibly well. They receive all sorts of uncommon perks, for example, free 
first-class dining facilities and cinema outings. Playing jokes and pulling pranks 
is a company tradition, which injects fun and humour into the workplace. 
 
To conclude, the current study found that the job performance of employees in 
the ICT sector in South Africa was increased when their organisations had clear 
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communication strategies, well strategized organisational planning and 
comfortable and pleasant work places. As an adjunct to this, other research has 
discovered that access to a stimulating and challenging work environment was 
of great importance to ICT professionals. (Burnes, 2005: 23). 
 
(b)  Career expectations 
 
The statistical analysis of the survey completed by 99 employees currently 
working in the ICT sector in South Africa indicated a strong relationship between 
career expectations and the level of job performance. Therefore, factors 
concerning the career growth and aspirations of these employees had a 
significant influence on their perceptions of their efficacy and productivity. 
 
The current study found that participants who answered that their companies 
offered opportunities for career growth returned greater values for the dependent 
variable of job performance. This indicated that meeting the career expectations 
of an employee would positively influence level of job performance. This 
corresponds to the finding by Weidmar (2009: 3), that being able to picture a 
future in the organisation increased job satisfaction and hence job performance. 
By creating such opportunities for continuity and assisting in realistic career 
pathing and goal setting, organisations could motivate their employees towards 
increased productivity. This would achieve a win-win situation for both parties. 
 
In conjunction with the above finding, other studies, for example by Mavuso Mda 
(2010: 233), ascertained that South African ICT sector workers were a fickle 
group of ‘job hoppers’, primarily concerned with remuneration and promotion 
and having little organisational commitment. The current study confirmed this 
result, with 68 per cent of the 99 respondents having held their present positions 
for less than five years. Similar attitudes and behaviours were found amongst 
Egyptian ICT workers in a study by El-Ayouti and Kamel (2003: 222). Thus, 
employers wanting to retain valuable staff members should consider using 
career pathing and goal setting strategies as part of their incentive schemes. 
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The statistical results of the current study further indicated that level of job 
performance increased when the employee’s company assisted them in 
continuing their studies. According to Yun, Takeuchi and Liu (2007: 745), such 
cooperation and help from the company heightened the employee’s faith in 
his/her employer. The employee felt that the company was taking care of his/her 
personal growth and was motivated to achieve the company’s goals and prove 
his/her worth, which resulted in improved job performance. Therefore, 
organisations that helped their staff to further their studies would ultimately be 
acting in the best interests of both parties. 
 
On a cautionary note, it is a reality that a more qualified employee would be 
more marketable and might cross the organisational boundary. As said by 
famous American businessperson Mary-Kay Ash (1918 – 2001), ‘A company is 
only as good as the people it keeps’. This fact notwithstanding, Zig Ziglar added 
the following corollary, ‘The only thing worse than training your employees and 
losing them is not training them and keeping them’ (quoted by Maxwell, 2008: 
118). Thus, it would be still be preferable to have a skilled, qualified worker leave 
a job than having an unskilled, unqualified worker stay in a job. 
 
In order to retain a more qualified staff member, there could be a contractual 
agreement that the worker may not leave the job for a certain period after 
receiving educational assistance, unless s/he refunded the outstanding costs 
with interest at the market rate. Many top multinational organisations, for 
example, ABB Group, General Electric Company, Siemens and Microsoft, have 
implemented such policies. Such forward-looking, huge corporations could be 
imagined as ‘virtual countries’ with their insulated, ultra-loyal employees holding 
allegiance to them, as proposed in a working paper by Laubacher and Malone 
(1997). 
 
The final aspect examined in this grouping was the influence of guidance and 
support offered by supervisors and managers. The statistical analysis confirmed 
that an employee’s level of job performance increases when s/he receives these 
inputs from management. As found by Scholarios and Marks (2004: 68), 
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‘mutuality’ can be generated by a flexible and individualised approach to aiding 
each employee’s work-life balance, acquisition of new knowledge and skills, and 
career progression. Their research showed that this reciprocity was an important 
dimension of perceived fair treatment, which led to positive perceptions of the 
employer. This could enhance commitment to the organisation and extrinsic 
satisfaction of the employees, resulting in improved job performance.  
 
Planning to achieve a work-life balance could produce many other positive 
consequences in employee behaviour and attitudes. These could include 
reduced absenteeism and tardiness, heightened feelings of value and greater 
task autonomy. Supervisors and managers should actively seek ways to 
accommodate each subordinate’s work and life needs and aspirations, within the 
intrinsic goals of the company. 
 
(c)  Work experiences 
 
In the grouping of questions for work experiences, the empirical results revealed 
that this factor did not have a discernible influence on the level of job 
performance. This included aspects such as the number of years experience in 
the ICT sector in South Africa, length of service in current job and similarity of 
previous positions held. 
 
It should be mentioned that the statistical analysis for length of service in the 
employee’s current position returned a borderline result at five per cent level of 
significance. A recalculation at two percent significance showed that this aspect 
of work experiences did have a slight influence on job performance. Therefore, 
there existed a possibility that job performance was to some extent dependent 
on how long an ICT worker had occupied his/her current position. 
 
The final finding related to the level of responsibility occupied by the respondent 
at his/her organisation. This could be inferred by the number of subordinates 
reporting to the respondent. A respondent with several staff members reporting 
to him/her should be more experienced and at a higher level in the company’s 
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management hierarchy. However, statistical results showed that within the ICT 
sector in South Africa, level of job performance did not depend on the number of 
subordinates, implying that job performance was not influenced by the cadre of 
the employee, and/or that employees were working autonomously. 
 
The findings of the current research are in line with the theoretical implications of 
research by Dokko, Wilk and Rothbard (2008: 51) who found that prior 
experience portability was limited and did not cross the organisational boundary. 
They proposed that ‘baggage’ imposed rigidity, which was a cost that attenuated 
any benefit of past experience. However, in contrast, the current study did not 
support the proposal by Higgins (2005: 181), that transferability of experience 
might take place when an employee’s present job was very similar to their 
previous work. 
 
(d)  Motivation 
 
It is a fact of life that people compare themselves to others. Workers would 
invariably compare their remuneration and status with peers and colleagues in 
the same organisation as well as with those in other organisations. This 
comparison would contribute to their senses of self-esteem, perceived value and 
fair treatment. Such attitudinal values have a large influence on motivation. 
 
Moreover, scholars such as Jenkins, Mitra and Gupta (1998: 777), who analysed 
39 studies by various scholars, conducted over four decades, had found that 
money motivated workers whether their jobs were mundane or exciting. It was 
indicated that South African ICT employees were most highly motivated by 
money (Mavuso Mda, 2010: 233).  
 
Other researchers had also considered the impact of financial incentives on 
motivation and job performance. In their analysis, Srivastava, Locke and Bartol 
(2001: 959) found a significant negative correlation between the importance of 
money and subjective well-being. The authors attributed this correlation not to 
the money itself, but rather to the use of money to increase self-esteem and to 
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alleviate self-doubt. The findings of the current study confirmed the importance 
of salary as a motivational factor influencing job performance of ICT workers in 
South Africa. 
 
The statistical results showed that there was a strong relationship between the 
employee’s opinion of fair compensation and their level of job performance. This 
supported the finding by Sokoya (2000) that remuneration was one of the key 
components of employee motivation. It could also be linked back to the previous 
finding in the current study that job performance level was influenced by the 
transparency and clarity of the organisation’s compensation policy. 
 
Based on the evidence that motivation significantly influenced job performance, 
it was apparent that companies could benefit from the design of carefully 
formulated payment and incentive structures. Employees wanted to earn fair 
wages; thus, employers could view money as the basic incentive for better job 
performance.  
 
However, offering more money was not the only incentive, as was also indicated 
by Jenkins, Mitra and Gupta (1998: 777). There are other ways to reward 
employees besides merely handing over hard cash, and transformational 
leadership would investigate equitable and attractive alternatives. Payment 
structures should reflect equity and fairness both within the company and the 
sector, and take into account the merits and performance of the employee. 
 
In conjunction with this, the participants in the current study also recorded higher 
levels of job performance when they felt motivated to work hard because they 
were satisfied with their job expectations. This result agreed with the findings of 
Garg and Rastogi (2005: 572). Their model suggested that management 
identified those aspects of a job that best fitted into the goals of the organisation. 
By extension, a vital part of job design was to debate the job’s requirements with 
the relevant employee/s. There was a substantiated link between high 
involvement, motivational management practices, and high performance of 
organisations. 
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5.3 MANAGERIAL IMPLICATIONS 
 
The research paradigm of this exploratory study, ‘Analysis of factors influencing job 
performance in the ICT sector in South Africa’, incorporated the both the 
identification of such factors and the practical implications of the empirical results 
stemming from their analysis. The findings of this study could assist and inform 
strategic HR and managerial planning to increase company productivity in the 
sector. This would be achieved by reciprocal engagement with workers, leading to 
improved levels of job performance. 
 
5.3.1 Factors relating to demographics 
 
The statistical analysis indicated that demographic factors such as ethnicity, gender, 
age group and marital status had no significant influence on job performance. 
However, it is recommended that an organisation should retain a balanced mix of 
personnel with differing demographic characteristics. In order for ICT managers to 
achieve this mix, for example, this study would suggest employing both young 
novices and experienced professionals, with a balanced ratio of both genders. The 
factor of demographics might not have had any measurable influence on job 
performance in this study, but such vibrancy in the workplace could positively affect 
other factors such as skills and education, work experiences and work life indicators. 
 
Although this study found that job performance is independent of demographic 
factors, the sample indicated that the ICT sector may still be dominated by white, 
male employees. If the sample was sufficiently representative of the actual 
population, then this imbalance led to two possible inferences. Firstly, it could point 
to a paucity of suitable candidates for employment who were female and/or from 
other designated ethnic groups. Secondly, it might be that management held 
unsubstantiated beliefs or biases, which influenced recruitment practices.  
 
The findings that the job performance of ICT workers in South Africa did not depend 
on demographic factors could help a company to decide whether it should include 
these factors as criteria for making HR decisions. At the same time, management 
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might contemplate the implications arising from such factors. There are three equally 
important aspects to consider. Firstly, it should be aware of personal or workplace 
biases and prejudices that could affect objective decision-making. Secondly, it 
should examine how such factors might affect the company’s image, branding and 
efforts towards corporate social responsibility (CSR). Thirdly, it is required to operate 
within the legal constraints of policies such as AA and BBBEE and accompanying 
labour legislation, which governs the demographic composition of the South African 
workforce. Looking forward to the future of the ICT sector in South Africa, it is 
relevant to note that this legislation will probably change and evolve as the first ‘free-
born’ South Africans, born after 1994, are starting to enter the labour market. 
 
5.3.2 Factors relating to skills and education 
 
The current study found that job performance was not significantly influenced by the 
level of skills and education of an employee in the South African ICT sector. The 
presence of formal qualifications in ICT or other fields, number of languages spoken, 
or skills and knowledge acquired in previous positions did not have any discernible 
effect on job performance. This result also implied that these workers believed that 
they were receiving value for their skills and education in terms of their job status 
and responsibilities. However, it is important to point out that the ICT workers 
sampled were well educated. It was calculated that 81 per cent of the respondents 
held tertiary qualifications and 55 per cent had attended university, indicating a high 
degree of homogeneity in the sample for this factor. 
 
Interestingly, although actual level of education was not found to have a direct 
influence on job performance, access to education certainly did. ICT is a dynamic 
field with constantly shifting trends. Consequently, it is essential that the knowledge 
and skills of ICT workers be kept abreast of the latest advances and innovations if 
they are to be marketable and perform with excellence. The current study found a 
direct correlation between level of job performance and training opportunities offered 
by an organisation. Therefore, there were two other factors shown to be related to 
skills and education to consider in this regard. 
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Firstly, in relationship to work life indicators, the current study found that South 
African ICT employees showed higher levels of job performance when management 
provided training that enabled them to understand and do their jobs better. A further 
result was that employees exhibited higher levels of job performance when they 
received guidance and support from management. This highlighted the importance 
of HR practices such as on-the-job-training, mentoring and coaching. To offer a 
practical suggestion, this could be tied to the earlier example in sub-section 5.3.1 
that recruitment practices aim to select both young novices and experienced ICT 
professionals. This could create low-cost opportunities for the facilitation of in-house 
transfer of skills and knowledge. 
 
Secondly, in relationship to career expectations, the empirical results found that the 
employees in the study population showed higher levels of job performance when 
management supported and assisted them in furthering their studies. In South 
Africa, with its high rate of unemployment, jobs are scarce. Workers wish to make 
themselves more valuable to their current organisations and more marketable to 
others. This was inextricably linked with other findings that South African ICT 
employees are money- and status-orientated, but not very loyal. (The implications of 
this relationship between skills and education and career expectations are discussed 
further in sub-section 5.3.3(b).) 
 
A final point to address is that management may be reluctant to invest time, 
personnel and capital to upskill and further educate their employees, only to have 
them leave the organisation in search of greener pastures. However, it is better to 
lose high performing staff than keep low performing staff. It should also be 
remembered that in South Africa, companies are obliged to furnish their employees 
with educational opportunities, in terms of the Skills Development Act. Furthermore, 
they must prove that they have done so if they wish to recoup their skills 
development fund levies. The challenge for management is to select and/or create 
suitable educational methodologies and programmes (bearing in mind requirements 
such as accreditation by the South African Qualifications Authority (SAQA) and 
being in line with the National Qualifications Framework (NQF)). These should be 
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prepared through consultation with all stakeholders, particularly the employees 
themselves. 
 
5.3.3 Factors relating to job satisfaction, motivation and experience 
 
(a)  Job involvement and work life indicators 
 
As has already been mentioned, job involvement related to the level 
commitment an employee felt for the organisation, whereas work life indicators 
showed the level of commitment of the organisation to its employees. The 
empirical results of this study showed that both of these affective factors had an 
influence on job performance. Considering the interconnectedness of these two 
factors, this analysis yielded several implications and practical suggestions for 
transformational management. 
 
This study discovered that job performance increased if the employer had 
transparent compensation policies, philosophies and procedures. Thus, it would 
be recommended that organisations decide what the minimum level of opacity 
should be that would enable its employees to comprehend their salary structure 
and remuneration procedures. This would require management’s careful 
consideration and strategic planning, as most organisations have some degree 
of differential compensation structure. Without due caution, too much 
transparency could result in employees finding out that peers may earn more 
than they do, or receive better benefits and incentives. This type of revelation 
could foment unrest, resentment, distrust, and disengagement. Such 
occurrences could result in the opposite of the desired effect – a decrease in job 
performance and reduced confidence in management. 
 
A further finding related to organisational communication indicated that the 
proper relaying of the company’s goals promoted higher levels of job 
performance. However, the risks of full disclosure would once again require 
management’s cautious assessment. Employees may share information about 
the financial health of the company, critical trade secrets, market penetration 
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strategies and planned developments with the organisation’s competitors. 
Therefore, it might be prudent for critical company information to be withheld 
from employees. 
 
The final implication for management in this sub-section is that the provision of a 
comfortable, pleasant and stimulating work environment increased the level of 
job performance in employees. This should also assist in remedying 
absenteeism and tardiness, which affect job performance negatively. The quality 
of work life is a fundamental contributor to the level of motivation and 
commitment felt by an employee. Managers would be well advised to study the 
work environments and other work life indicators of successful multinational 
companies that actively promote increased performance and productivity.  
 
(b)  Career expectations 
 
The current inquiry discovered that organisations that offered their employees 
attractive opportunities for career growth and advancement were rewarded with 
higher levels of job performance. Aspects such as financial and promotion-
related incentives were found to be highly motivational to ICT employees in 
South Africa. In order to retain high-performing staff, they need to feel valued 
and be able to envisage themselves in the future of the organisation. To 
establish this mutually beneficial reciprocity and a feeling of continuity, 
management should consult with employees on their career expectations and 
assist them with realistic career pathing and goal setting. 
 
A further factor found to influence ICT employees’ job performance was the 
provision of opportunities to learn job-related training and obtain higher 
qualifications. These employees need to climb a constant learning curve to keep 
pace with the rapid advancement of technology. It is an ironic consequence for 
management that its involvement in upskilling and educating employees makes 
them more marketable and more likely to change jobs. However, management 
would be advised to remember that it is better to lose a good employee than 
keep a bad one. In order to retain staff after expensive, time-consuming learning 
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interventions, management should enter into contractual agreements with them, 
specifying a length of time that they are required to remain in your employ, or 
forfeit a proportion of the training costs, with market related interest added, if 
they leave. 
 
This research also concluded that supervisors and managers who support and 
guide their employees would promote increased job performance. Mutualism 
can be created by implementing a flexible, individualised approach to aiding 
each staff member’s work-life balance and career progression. This ‘hands on’ 
strategy could enhance not only an employee’s knowledge base, but also their 
extrinsic satisfaction. Other benefits would include positive behaviour and 
attitudinal values, such as commitment to the organisation. 
 
(c)  Work experiences 
 
Although this study showed that work experiences have no significant impact on 
the level of job performance of South African ICT workers, there are some 
aspects worthy of debate. Firstly, it is possible that length of experience in an 
employee’s current position may have some influence, as a borderline result 
was received for this particular question in the survey. Secondly, although it was 
found that the cadre of the employee did not affect job performance, there may 
be an extenuating circumstance to contemplate.  
 
This study lent support to the notion that South African ICT employees are 
working autonomously, performing several functions simultaneously without the 
assistance of support staff. ICT managers should be aware that spreading 
employees ‘too thin’ could result in an inability to complete all tasks at the 
required level of performance, and foster frustration and resentment. 
 
(d)  Motivation 
 
It would appear that money is the major motivator of ICT employees in South 
Africa. It was evident that the employees sampled did compare their salaries and 
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standing within the online communities and virtual world that formed their daily 
reality. Their comparisons and perceptions would impact on their senses of 
worthiness and subjective well-being. This study showed a strong relationship 
between job performance and perceived fair compensation, both within the 
organisation itself and as compared to other employers. 
 
Furthermore, managers should note that remuneration and incentives do not 
have to be cash only. Transformational managers should investigate alternative 
and attractive ways of rewarding excellent job performance. Other studies had 
shown that companies that came up with original, innovative and unconventional 
benefits could have an extremely happy and high performing workforce. 
However, it is not recommended that management attempt to increase an ICT 
staff member’s job performance using disincentives, as the general fickleness 
and lack of loyalty exhibited by the target population may result in the opposite 
of the desired effect, or the staff member exiting the organisation 
 
Besides issues of compensation and status, the respondents in this study also 
indicated that they felt motivated to work hard when they understood and were 
satisfied with their job expectations. It is a common truth that people perform 
better when they comprehend exactly what is required of them. It is suggested 
that management specifies the job’s requirements by consultation with the 
relevant employee and other stakeholders. The job design should fit the goals of 
the organisation and the employee. 
 
A final consideration is that sometimes investment and expenditure to meet 
career expectations and improve job performance may reduce the company’s 
financial health. This study indicated that employees compare their 
compensation and status with peers in other companies. If those companies are 
paying more than the current organisation can offer, this could raise problems. 
Meeting these expectations could be a considerable financial burden on the 
company. Under such conditions, management would have to take a strategic 
decision to balance employees’ salaries and the company’s profitability. Any 
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imbalances could result in direct and indirect losses to both company and 
employees. 
 
In detailing the implications for management in this section, several 
recommendations have been made, based on the results of the hypothesis testing in 
the current study. When consolidating these suggestions into strategy planning, 
companies should institute feedback and assessment measures to quantify and 
qualify resultant changes in the levels of their staff’s job performance. A process of 
checks and balances would be required to observe and gauge any effect on the 
financial and overall health of the company. If a particular strategy shows that it does 
improve job performance, but does not aid the company or the workers, then it 
should not be fully implemented. The company should strive to find some middle 
ground between the expenditure and effort to increase job performance, and the 
benefits and rewards that may accrue. 
 
5.4 LIMITATIONS OF THE STUDY 
 
Firstly, it should be emphasised that this research was exploratory, intended to 
analyse the influence of various factors on job performance levels. It was not 
intended to investigate the nature or extent, linear or otherwise, of any discerned 
relationships between the variables. 
 
The primary limitation of the current study was that the author was unable to locate 
any reliable data on the actual number of people currently employed in the ICT 
sector in South Africa. This restricted the calculation of the confidence interval, as it 
had to be performed for a population of unknown size. Isett Seta stated in its latest 
sector skills development plan (2010: 3) that it only had numbers for IT workers and 
was in the process of acquiring those for communications workers. In addition, it is 
presumed that the results of the 2011 National Population Census would be able to 
provide better information for future research. 
 
A further limitation of this study was the size of the sample. As it was intended to be 
preliminary, exploratory research, the sample size was restricted to maximum of 150 
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responses, with an actual number of 107 received of which 99 met the criteria of this 
study. Obviously, a larger sample size and/or a more detailed survey would provide 
more reliable data, a smaller confidence interval, and greater clarity on the affective 
factors that influence job performance in the ICT sector in South Africa. 
 
With regard to the measurement of job performance, the instrument designed by the 
author to calculate an overall JPI produced perfect ten out of ten scores for four 
individual respondents. However, according to Jim Camp, in an interview with 
Kourtney Jason (2011), ‘There is no such thing as a perfect employee with a perfect 
performance history.’ Future research could refine the use of this instrument to limit 
the JPI to a maximum score of nine out of ten. Moreover, a results-based ‘hard 
measure’ of job performance could be used, rather than the ‘soft measure’ of 
individual perception. 
 
Moreover, the author calculated various chi-square tests to establish the presence or 
absence of a significant relationship between the various affective factors comprising 
the independent variables, and the dependent variable of job performance. The 
reported p-values were derived from ’N-1’ chi-square results. Although the required 
software was unavailable, a Fisher-Irwin exact test might have produced slightly 
more accurate and less liberal values. 
 
Other intrinsic limitations were those of population, sector and geography. This study 
researched only South African ICT sector personnel currently employed in any 
capacity. It may be possible that parallels can be drawn with other populations, but it 
must be remembered that South Africa has unique circumstances, demographics, 
and labour legislation that could impair any such comparisons and inferences 
derived from the findings of this study. 
 
Finally, the economic conditions prevailing at the time of survey may also act as a 
limitation. Human behaviour may change from time to time depending on the current 
market situation. For example, during recessionary times, such as are being 
experienced globally, employee expectations and hence job performance would be 
heavily influenced by job security. During a growth period, when plenty of jobs were 
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available, job performance would be less dependent on job security. This study was 
performed at a specific point in time, with its associated set of economic conditions. 
 
5.5 ETHICAL CONSIDERATIONS 
 
When considering ethical issues, the starting point should be for the researcher to 
be aware of any of his/her own pre-conceptions, biases or personal prejudices that 
could impact on the objectivity of his/her observations. This was achieved by rigid 
adherence to the scientific method, and regular, timely checks of the work in 
progress for clarity and logical development. This involved maintaining detailed 
schedules and records of every aspect of the research. 
 
For researchers dealing with population samples, an important consideration would 
be sensitivity towards issues such as ethnicity, gender and age. Appropriate 
language usage deemed acceptable in the social milieu should be employed and no 
discriminatory or offensive terms would be acceptable. This is especially pertinent in 
South Africa, given its history of segregation and current identification of formerly 
disadvantaged groups for upliftment. The right to freedom from all forms of 
discrimination is entrenched in the Constitution and the Bill of Rights. 
 
To illustrate this need for ethical consideration, by way of example, it is normal 
practice to provide two options for gender. A respondent could only select female or 
male, as in this current study. However, it is now recognised that there are more 
than two possible gender identities, genetically and by preference. 
 
Another ethical consideration was the anonymity of respondents. This option was 
given in the survey as respondents may have felt uncomfortable disclosing personal 
information that could identify them to an employer or acquaintance. This right to 
anonymity should be respected at all times and any breach of confidentiality would 
be a serious infringement of the assurance given to the respondents at the start of 
the survey. All research studies should be governed by integrity and honesty and 
conform to the strictures that they set for themselves.  
 
 
 
  111
5.6 RECOMMENDATIONS FOR FUTURE RESEARCH 
 
This study found that the factors comprising the variables of job satisfaction and 
motivation had the greatest influence on the job performance of ICT personnel in 
South Africa. It would be recommended that future research investigates these two 
variables with greater precision, to quantify and qualify the exact nature of these 
relationships. It would be useful to supplement this research with workplace studies 
designed to assess the efficacy of various strategies that might be implemented to 
raise job performance levels. 
 
Moreover, a survey with a larger sample and improved ‘hard measure’ instruments 
might produce different or refined results. It would also be interesting to discover the 
exact size of the study population and its rate of expansion. This and other 
limitations were discussed in section 5.4. Any study that sought to move beyond 
these barriers would add to the very small knowledge base in this area of research. 
 
In the current study, a brief characterisation of the sample population was presented 
based on averages for the responses to eight single questions. Future research 
could cross-correlate the characteristics of the sample population to provide a better 
understanding of the trends in the composition of the South African ICT worker 
population.  
 
Finally, a potentially interesting investigation would be to find out the exact effect of 
financial and other incentives on job performance levels, as it has been established 
that money and status were major motivators. However, it may be that financial 
incentives induce performance quantity, but not performance quality. This means 
looking for increased productivity and bottom-line results within an organisation as a 
whole rather than measuring individual job performances and collecting personal 
perceptions. 
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5.7 CHAPTER SUMMARY 
 
It was accepted that such exploratory research has its limitations, but may provide a 
point of initiation for future studies in the field. The empirical results and findings led 
to the conclusion that many of the affective factors influencing the job performance 
of employees in the ICT sector in South Africa, were those that contribute to job 
satisfaction and motivation. These included aspects such as fair remuneration; 
transparent and clear organisational communication; managerial support and 
guidance; access to educational and career opportunities; and pleasant workplaces.  
 
In view of these findings, the study recommended that organisations that wish to 
improve their employees’ job performance, or attract and retain high-performing 
individuals, should formulate and implement policies and strategies that take into 
account these significant factors. 
 
These strategies should be implemented wisely, with the necessary checks and 
balances in place. When assessing the levels of job performance level among its 
employees, an employer should inquire if such strategies do not have a negative 
effect on the financial and overall health of the company. If some strategy improves 
job performance, but results in an untenable financial burden, then the employer 
should establish some middle ground between costs and benefits. Regardless of 
which strategies an employer chooses to adopt, the common maxim of clear 
communication and fair, transparent policies, coupled with the visible, personal 
support and guidance of management, would promote employee trust, engagement 
and willingness to perform. 
 
In the current ‘knowledge economy’, it is vital for decision makers to understand the 
factors that influence job performance in the ICT sector. This would enable them to 
contribute to the economy, and compete and thrive in the future. Businesses and 
managers especially, should comprehend these affective factors and their 
interrelated influence if they seek to improve job performance amongst their ICT 
personnel, enhance the ICT of their organisation and ultimately, enhance the ICT 
sector of South Africa. 
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ANNEXURE A: The invitation email 
 
 
Good morning everyone! 
  
As many of you may know, I am busy with a research project for my MBA on the factors that 
influence job performance in the ICT Sector in South Africa. If you are involved in ICT in 
South Africa, please be so kind as to follow the link below to complete the survey in your 
own free time.  
 
The questionnaire should be completed in your personal capacity as YOU feel 
in YOUR workplace. 
 
http://www.thesistools.com/web/index.php?id=212196&code=nmmu 
 
Please send this on to your friends, colleagues, family and as many people as you  
can as I need a big sample. Anyone nationally who is involved in ICT is welcome to 
participate. 
 
The information and personal details supplied will be held in strictest of confidence and is for 
educational purposes only; only the results will be made public. 
 
Thank you for your participation and support; it is greatly appreciated. 
 
Kind regards, 
 
Michael Lascot 
 
083 4892550 
 
 
 
 
(Source: Author’s own construct) 
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Start 
ANNEXURE B: The preliminary test survey (Version 6) 
 
 
T he factors that influence Job Performance in the ICT Sector in South Africa 
 
Dear Participant, 
 
The purpose of t his questionnaire is t o assess t he fact ors t hat influence 
job performance in t he ICT Sect or in South Africa. 
 
The information and personal details supplied will be held in the strictest of 
confidence and are for educational purposes only; only t he result s will be 
made public. 
 
Please complete t he 30 Question Survey as honestly and accurately as 
possible. The survey should take no longer than 5-10 minutes of your time  
t o complete. 
 
I can be contacted on my cell 0834892550 or e-mail mlascot @gmail.com 
for any further information. 
  
Kind regards, 
 
Michael Lascot 
 
 
 
 
T he factors that influence Job Performance in the ICT Sector in South Africa 
1. 
My job is directly involved in the ICT Sector in South Africa.* 
   
   Yes 
  No 
2. 
What is your name? (Optional) 
3. 
What is your company’s name? (Optional) 
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4. 
Your ethnic group is? (Optional) 
   
   Black 
  White 
  Coloured 
  Asian 
  Indian 
  Other 
 
5. 
Your age is?* 
   
   Under 18 
  18 - 24 
  25 - 34 
  35 - 44 
  45 - 54 
  55 – 64 
  65 or above 
 
6. 
What is your gender?* 
   
   Female 
  Male 
7. 
What is your marital status?* 
   
   Single 
  Partnership 
  Married 
  Divorced 
  Separated 
  Widow / Widower 
8. 
What is your highest education obtained?* 
   
   None 
  Matric 
  Diploma 
  Degree 
  Postgraduate Degree 
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9. 
How long have you been working in the ICT sector in South Africa?* 
   
   Less than 1 year 
  1 – 5 years 
  5 – 10 years 
  10 – 20 years 
  20 + years  
  
10. 
What is your length of service at your current company?* 
   
   Less than 1 year 
  1 – 5 years 
  5 – 10 years 
  10 – 20 years 
  20 + years  
 
11. 
Number of employees reporting directly to you?* 
   
   None 
  1 – 5 
  5 – 10 
  10 – 15 
  15 – 20 
  More than 20 
12. 
I am regularly absent from or tardy for work.* 
   
   Strongly agree 
  Agree 
  Neutral 
  Disagree 
  Strongly disagree  
 
13. 
My job description is up to date and accurate.* 
   
   Strongly agree 
  Agree 
  Neutral 
  Disagree 
  Strongly disagree  
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14. 
My company’s management provides me opportunities for career growth.* 
   
   Strongly agree 
  Agree 
  Neutral 
  Disagree 
  Strongly disagree  
 
 
15. 
Within my company, my salary is fair as compared to other staff with the 
same level of responsibility.* 
   
   Yes 
  No 
 
17. 
My salary is competitive when compared to other similar jobs in the ICT 
sector.* 
   
   Strongly agree 
  Agree 
  Neutral 
  Disagree 
  Strongly disagree  
 
16. 
My company’s management provides me with training to enable me to do 
my job properly.* 
   
   Yes 
  No 
 
18. 
My workplace is physically comfortable and a pleasant working 
environment.* 
   
   Strongly agree 
  Agree 
  Neutral 
  Disagree 
  Strongly disagree  
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19. 
I feel motivated to work hard for the company, as I am satisfied with my 
job expectations.* 
   
   Strongly agree 
  Agree 
  Neutral 
  Disagree 
  Strongly disagree  
 
20. 
When projects and tasks are assigned, they are explained thoroughly and 
clearly and have realistic deadlines.* 
   
   Strongly agree 
  Agree 
  Neutral 
  Disagree 
  Strongly disagree  
 
21. 
My company encourages and assists me to continue my education and 
further develop my skills and knowledge.* 
   
   Yes 
  No 
22. 
The expectations and goals of the company are communicated properly, 
which makes job performance easier.* 
   
   Strongly agree 
  Agree 
  Neutral 
  Disagree 
  Strongly disagree  
  
23. 
The company clearly communicates its compensation policies, philosophies 
and procedures.* 
   
   Yes 
  No 
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(Source: Author’s own construct) 
24. 
My supervisor / manager provides me with support and guidance so that I 
may improve my performance.* 
   
   Strongly agree 
  Agree 
  Neutral 
  Disagree 
  Strongly disagree  
  
25. 
How well do the following people rate YOUR level of job performance? 
(Think back to your performance appraisals and what your fellow team 
members and colleagues have said about your performance.)* 
   Very Poor     Exceptional 
You             
Your Team / Department             
Your Other Colleagues / Peers             
Your Supervisor / Manager             
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Start 
ANNEXURE C: The final online survey (Version 7) 
 
 
T he factors that influence Job Performance in the ICT Sector in South Africa 
 
Dear Participant, 
 
The purpose of t his questionnaire is t o assess t he fact ors t hat influence 
job performance in t he ICT Sect or in South Africa. 
 
The information and personal details supplied will be held in the strictest of 
confidence and are for educational purposes only; only t he result s will be 
made public. 
 
Please complete t he 30 Question Survey as honestly and accurately as 
possible. The survey should take no longer than 5-10 minutes of your time  
t o complete. 
 
I can be contacted on my cell 0834892550 or e-mail mlascot @gmail.com 
for any further information. 
  
Kind regards, 
 
Michael Lascot 
 
 
 
 
T he factors that influence Job Performance in the ICT Sector in South Africa
1. 
My job is directly involved in the ICT Sector in South Africa.* 
   
   Yes 
  No 
2. 
What is your name? (Optional) 
3. 
What is your company’s name? (Optional) 
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4. 
Your ethnic group is? (Optional) 
   
   Black 
  White 
  Coloured 
  Asian 
  Indian 
  Other 
 
5. 
Your age is?* 
   
   Under 18 
  18 - 24 
  25 - 34 
  35 - 44 
  45 - 54 
  55 – 64 
  65 or above 
 
6. 
What is your gender?* 
   
   Female 
  Male 
7. 
What is your marital status?* 
   
   Single 
  Partnership 
  Married 
  Divorced 
  Separated 
  Widow / Widower 
8. 
What is your highest education obtained?* 
   
   None 
  Matric 
  Diploma 
  Degree 
  Postgraduate Degree 
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9. 
How long have you been working in the ICT sector in South Africa?* 
   
   Less than 1 year 
  1 – 5 years 
  5 – 10 years 
  10 – 20 years 
  20 + years  
  
10. 
What is your length of service at your current company?* 
   
   Less than 1 year 
  1 – 5 years 
  5 – 10 years 
  10 – 20 years 
  20 + years  
 
11. 
Number of employees reporting directly to you?* 
   
   None 
  1 – 5 
  5 – 10 
  10 – 15 
  15 – 20 
  More than 20 
12. 
I am regularly absent from or tardy for work.* 
   
   Strongly agree 
  Agree 
  Neutral 
  Disagree 
  Strongly disagree  
 
13. 
My job description is up to date and accurate.* 
   
   Strongly agree 
  Agree 
  Neutral 
  Disagree 
  Strongly disagree  
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14. 
My company’s management provides me opportunities for career growth.* 
   
   Strongly agree 
  Agree 
  Neutral 
  Disagree 
  Strongly disagree  
 
 
15. 
Within my company, my salary is fair as compared to other staff with the 
same level of responsibility.* 
   
   Yes 
  No 
 
17. 
My salary is competitive when compared to other similar jobs in the ICT 
sector.* 
   
   Strongly agree 
  Agree 
  Neutral 
  Disagree 
  Strongly disagree  
 
16. 
My company’s management provides me with training to enable me to do 
my job properly.* 
   
   Yes 
  No 
 
18. 
My workplace is physically comfortable and a pleasant working 
environment.* 
   
   Strongly agree 
  Agree 
  Neutral 
  Disagree 
  Strongly disagree  
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19. 
I feel motivated to work hard for the company, as I am satisfied with my 
job expectations.* 
   
   Strongly agree 
  Agree 
  Neutral 
  Disagree 
  Strongly disagree  
 
20. 
When projects and tasks are assigned, they are explained thoroughly and 
clearly and have realistic deadlines.* 
   
   Strongly agree 
  Agree 
  Neutral 
  Disagree 
  Strongly disagree  
 
21. 
My company encourages and assists me to continue my education and 
further develop my skills and knowledge.* 
   
   Yes 
  No 
22. 
The expectations and goals of the company are communicated properly, 
which makes job performance easier.* 
   
   Strongly agree 
  Agree 
  Neutral 
  Disagree 
  Strongly disagree  
  
23. 
The company clearly communicates its compensation policies, philosophies 
and procedures.* 
   
   Yes 
  No 
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24. 
My supervisor / manager provides me with support and guidance so that I 
may improve my performance.* 
   
   Strongly agree 
  Agree 
  Neutral 
  Disagree 
  Strongly disagree  
  
25. 
How well do the following people rate YOUR level of job performance? 
(Think back to your performance appraisals and what your fellow team 
members and colleagues have said about your performance.)* 
   Very Poor     Exceptional 
You             
Your Team / Department             
Your Other Colleagues / Peers             
Your Supervisor / Manager             
  
26. 
I use many of my previously gained skills and knowledge in my present 
job.* 
   
   Yes 
  No 
  This is my first job 
 
27. 
The routines and procedures in my current job are very different to those in 
my last job, and I have found it difficult to adapt.* 
   
   Yes 
  No 
  This is my first job 
 
28. 
There are sufficient opportunities for career advancement in my 
organisation.* 
   
   Yes 
  No 
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(Source: Author’s own construct) 
30. 
I have formal qualifications in other areas besides ICT.* 
   
   Yes 
  No 
 
29. 
I speak, read and write.* 
   
   English 
  English and 1 other language 
  English and more than 1 other language 
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ANNEXURE D: Table of survey results (unprocessed data) 
 
 
Notes:  
 
- Questions 2 and 3 have not been included, as the names of respondents and their 
organisations have been withheld, in respect for confidentiality. 
 
- Respondents who indicated that they are not directly employed in the ICT sector in 
South Africa are shaded grey. These eight respondents were excluded from the 
final statistics. 
 
- 107 responses were received of which 99 were deemed valid for statistical 
analysis. 
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Table of reference for Annexures D, E and F: 
The survey questions used in the study, ‘Analysis of factors  
Influencing job performance in the ICT sector in South Africa.’ 
Q. Type Question Statement in Online Survey Abbreviation in Data Analysis 
1 Yes/No My job is directly involved in the ICT Sector in South Africa. - 
*2 Open What is your name? - 
*3 Open What is your company’s name? - 
*4 Multiple Choice Your ethnic group is? Ethnic Group 
5 Multiple Choice Your age is? Age Group 
6 F/M What is your gender? Gender (F / M) 
7 Multiple Choice What is your marital status? Marital Status 
8 Multiple Choice What is your highest education obtained? Level of Education 
9 Multiple Choice How long have you been working in the ICT sector in South Africa? Experience in ICT Sector in SA 
10 Multiple Choice What is your length of service at your current company? Length of Service in Current Job 
11 Multiple Choice Number of employees reporting directly to you? No. of Reportees Under the Employee 
12 Likert S of A I am regularly absent from or tardy for work. Regular Absence from Work 
13 Likert S of A My job description is up to date and accurate. Up to Date and Accurate Job Description 
14 Likert S of A My company’s management provides me opportunities for career growth. Opportunities for Career Growth 
15 Yes/No Within my company, my salary is fair as compared to other staff with the same level of responsibility. 
Salary Fair Compared to Other 
Staff in the Same Company 
16 Yes/No My company’s management provides me with training to enable me to do my job properly. Training Provided by Company 
17 Likert S of A My salary is competitive when compared to other similar jobs in the ICT sector. 
Salary Fair Compared to Other 
Companies in ICT Sector 
18 Likert S of A My workplace is physically comfortable and a pleasant working environment. 
Comfortable and Pleasant Work 
Environment 
19 Likert S of A I feel motivated to work hard for the company, as I am satisfied with my job expectations. Feeling of Being Motivated 
20 Likert S of A When projects and tasks are assigned, they are explained thoroughly and clearly and have realistic deadlines. 
Projects and Tasks Are 
Explained Thoroughly 
21 Yes/No My company encourages and assists me to continue my education and further develop my skills and knowledge. 
Company's Assistance for 
Further Education 
22 Likert S of A 
The expectations and goals of the company are 
communicated properly, which makes job performance 
easier. 
Company Goals Properly 
Communicated 
23 Yes/No The company clearly communicates its compensation policies, philosophies and procedures. 
Transparent Compensation 
Policies 
24 Likert S of A My supervisor / manager provides me with support and guidance so that I may improve my performance. Supervisor's Guidance 
25 10X4 Array: 10-Point Scale 
How well do the following people rate YOUR level of job 
performance? (Think back to your performance appraisals 
and what your fellow team members and colleagues have 
said about your performance.) 
-You 
-Your Team / Department 
-Your Other Colleagues / Peers 
-Your Supervisor / Manager 
Job Performance (JP) 
26 Yes/No (+ NA) I use many of my previously gained skills and knowledge in my present job. Skills from Previous Company 
27 Yes/No (+ NA) 
The routines and procedures in my current job are very 
different to those in my last job, and I have found it difficult 
to adapt. 
Current Job Different from Last 
Job 
28 Yes/No There are sufficient opportunities for career advancement in my organisation. 
Opportunities for Career 
Advancement Internally 
29 Multiple Choice I speak, read and write (English + other languages). Languages 
30 Yes/No I have formal qualifications in other areas besides ICT. Formal Qualifications in Areas Other Than ICT 
 
 
(Source: Author’s own construct) 
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ANNEXURE E: Calculations of Cronbach’s alpha reliability coefficients 
 
1. Test for reliability for factors relating to demographics (Group I) 
 
                    Case Processing Summary 
  N % 
Cases Valid 99 100.0
Excludeda 0 .0
Total 99 100.0
a. Listwise deletion based on all variables in the procedure. 
 
Reliability Statistics 
Cronbach's Alpha 
Cronbach's Alpha Based 
on Standardised Itemsa N of Items 
.157 -.046 4
a. The value is negative due to a negative average covariance among items. This 
violates reliability model assumptions. You may want to check item codings. 
 
Item Statistics 
 Mean Std. Deviation N 
Ethnic Group 2.34 .917 99
Age Group 3.32 .978 99
Gender (F / M) 1.74 .442 99
Marital Status 2.32 1.132 99
Inter-Item Correlation Matrix 
 Ethnic Group Age Group Gender (F / M) Marital Status 
Ethnic Group 1.000 .012 -.128 -.059 
Age Group .012 1.000 -.085 .430 
Gender (F / M) -.128 -.085 1.000 -.236 
Marital Status -.059 .430 -.236 1.000 
 
Item-Total Statistics 
 
Scale Mean if 
Item Deleted 
Scale Variance if 
Item Deleted 
Corrected Item-
Total Correlation
Squared Multiple 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
Ethnic Group 7.38 3.076 .064 .027 .613
Age Group 6.40 1.855 .338 .187 .574a
Gender (F / M) 7.99 3.928 .236 .077 .525
Marital Status 7.40 1.835 .193 .233 .628a
 
Scale Statistics 
Mean Variance Std. Deviation N of Items 
9.73 3.711 1.926 4
 
Conclusion: 
 
Cronbach's alpha for each of these four factors is greater than 0,5 therefore, the 
data is reliable and internally consistent for these four factors. 
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2. Test for reliability for factors relating to skills and education (Group II) 
 
Case Processing Summary 
  N % 
Cases Valid 99 100.0
Excludeda 0 .0
Total 99 100.0
a. Listwise deletion based on all variables in the procedure. 
 
Reliability Statistics 
Cronbach's Alphaa 
Cronbach's Alpha Based 
on Standardised Itemsa N of Items 
-.146 -.225 5
a. The value is negative due to a negative average covariance among items. This 
violates reliability model assumptions. You may want to check item codings. 
 
Item Statistics 
 Mean Std. Deviation N 
Level of Education 3.58 1.070 99 
Training Provided by Company 1.31 .466 99 
Skills from Previous Company 1.38 .710 99 
Languages 1.99 .525 99 
Formal Qualifications Other Than ICT 1.54 .501 99 
Inter-Item Correlation Matrix 
 
Level of 
Education 
Training 
Provided by 
Company 
Skills from 
Previous 
Company Languages 
Formal 
Qualifications 
Other Than 
ICT 
Level of Education 1.000 .003 .082 .065 -.314
Training Provided by Company .003 1.000 .096 -.070 .061
Skills from Previous Company .082 .096 1.000 -.263 .248
Languages .065 -.070 -.263 1.000 -.290
Formal Qualifications Other Than ICT -.314 .061 .248 -.290 1.000
Item-Total Statistics 
 
Scale Mean if 
Item Deleted 
Scale 
Variance if 
Item Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
Level of Education 6.22 1.134 .640 .126 .635a
Training Provided by Company 8.48 1.865 458 .012 .522a
Skills from Previous Company 8.41 1.470 .598 .133 .780a
Languages 7.81 2.177 .560 .124 .636
Formal Qualifications Other Than ICT 8.26 2.175 .792 .216 .721
 
Scale Statistics 
Mean Variance Std. Deviation N of Items 
9.80 2.142 1.464 5
 
Conclusion: 
 
Cronbach's alpha for each of these five factors is greater than 0,5 therefore, the data 
is reliable and internally consistent for these five factors. 
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3.  Tests for reliability for factors relating to job satisfaction, motivation 
and experience (Group III) 
 
 
3.1 Test on job involvement and work life indicators factors (Group IIIa) 
 
Case Processing Summary 
  N % 
Cases Valid 99 100.0
Excludeda 0 .0
Total 99 100.0
a. Listwise deletion based on all variables in the procedure. 
 
Reliability Statistics 
Cronbach's Alpha 
Cronbach's Alpha 
Based on 
Standardised 
Items N of Items 
.509 .535 7
 
 
Item Statistics 
 Mean Std. Deviation N 
No. of Reportees under the 
Employee 1.8889 1.14186 99
Regular Absence from Work 4.5758 .68647 99
Up to Date and Accurate 
Job Description 2.2727 1.14123 99
Comfortable and Pleasant 
Work Environment 1.9394 .96699 99
Projects and Tasks Are 
Explained Thoroughly 2.6970 .99442 99
Company Goals Properly 
Communicated 2.3535 .97220 99
Transparent Compensation 
Policies 1.3838 .48879 99
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Inter-Item Correlation Matrix 
 
No. of 
Reportees 
Under the 
Employee 
Regular 
Absence 
from Work
Up to Date 
and 
Accurate 
Job 
Description
Comfortable 
and 
Pleasant 
Work 
Environment
Projects 
and Tasks 
Are 
Explained 
Thoroughly
Company Goals 
Properly 
Communicated 
Transparent 
Compensation 
Policies 
No. of Reportees 
Under the 
Employee 
1.000 .213 -.188 -.246 -.183 -.240 -.215
Regular Absence 
from Work .213 1.000 -.098 -.239 -.071 -.155 -.057
Up to Date and 
Accurate Job 
Description 
-.188 -.098 1.000 .366 .478 .593 .396
Comfortable and 
Pleasant Work 
Environment 
-.246 -.239 .366 1.000 .352 .392 .309
Projects and Tasks 
Are Explained 
Thoroughly 
-.183 -.071 .478 .352 1.000 .661 .410
Company Goals 
Properly 
Communicated 
-.240 -.155 .593 .392 .661 1.000 .485
Transparent 
Compensation 
Policies 
-.215 -.057 .396 .309 .410 .485 1.000
 
Item-Total Statistics 
 
Scale Mean if 
Item Deleted 
Scale 
Variance if 
Item Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
No. of Reportees Under the 
Employee 15.2222 11.562 -.243 .117 .693
Regular Absence from Work 12.5354 10.986 -.105 .092 .576
Up to Date and Accurate 
Job Description 14.8384 6.667 .510 .391 .521
Comfortable and Pleasant 
Work Environment 15.1717 8.389 .295 .247 .649
Projects and Tasks Are 
Explained Thoroughly 14.4141 7.061 .554 .463 .517
Company Goals Properly 
Communicated 14.7576 6.981 .594 .574 .599
Transparent Compensation 
Policies 15.7273 9.425 .438 .281 .743
 
Scale Statistics 
Mean Variance Std. Deviation N of Items 
17.1111 10.977 3.31320 7
 
Conclusion: 
 
Cronbach's alpha for each of these seven factors is greater than 0,5 therefore, the 
data is reliable and internally consistent for these seven factors. 
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3.2. Test on career expectations factors (Group IIIb) 
 
Case Processing Summary 
  N % 
Cases Valid 99 100.0
Excludeda 0 .0
Total 99 100.0
a. Listwise deletion based on all variables in the procedure. 
Reliability Statistics 
Cronbach's Alpha 
Cronbach's Alpha 
Based on 
Standardised Items N of Items 
.791 .837 4
 
Item Statistics 
 Mean Std. Deviation N 
Opportunities for Career 
Growth 2.5960 1.15103 99
Company's Assistance for 
Further Education 1.3333 .47380 99
Supervisor's Guidance 2.3232 .98797 99
Opportunities for Career 
Advancement Internally 1.4747 .50190 99
 
Inter-Item Correlation Matrix 
 Opportunities for 
Career Growth 
Company's Assistance 
for Further Education 
Supervisor's 
Guidance 
Opportunities for Career 
Advancement Internally 
Opportunities for Career 
Growth 1.000 .661 .645 .618
Company's Assistance for 
Further Education .661 1.000 .530 .486
Supervisor's Guidance .645 .530 1.000 .428
Opportunities for Career 
Advancement Internally .618 .486 .428 1.000
 
Item-Total Statistics 
 
Scale Mean if 
Item Deleted 
Scale 
Variance if 
Item Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
Opportunities for Career 
Growth 5.1313 2.605 .781 .629 .664
Company's Assistance for 
Further Education 6.3939 5.160 .673 .464 .758
Supervisor's Guidance 5.4040 3.468 .649 .436 .721
Opportunities for Career 
Advancement Internally 6.2525 5.211 .598 .393 .773
 
Scale Statistics 
Mean Variance Std. Deviation N of Items 
7.7273 6.833 2.61401 4
 
Conclusion: 
 
Cronbach's alpha for each of these four factors is greater than 0,5 therefore, the 
data is reliable and internally consistent for these four factors. 
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3.3. Test on work experiences factors (Group IIIc) 
 
Case Processing Summary 
  N % 
Cases Valid 99 99.0
Excludeda 1 1.0
Total 100 100.0
a. Listwise deletion based on all variables in the procedure. 
 
Reliability Statistics 
Cronbach's Alpha 
Cronbach's Alpha 
Based on 
Standardised 
Items N of Items 
.366 .304 3
 
Item Statistics 
 Mean Std. Deviation N 
Experience in ICT Sector in SA 2.8384 1.02725 99
Length of Service in Current Job 2.2424 .77051 99
Current Job Different from Last Job 1.9596 .56998 99
 
Inter-Item Correlation Matrix 
 Experience in ICT 
Sector in SA 
Length of Service 
in Current Job 
Current Job Different 
from Last Job 
Experience in ICT Sector in SA 1.000 -.238 .527 
Length of Service in Current Job .527 .092 1.000 
Current Job Different from Last Job -.238 1.000 .092 
 
Item-Total Statistics 
 
Scale Mean if 
Item Deleted 
Scale 
Variance if 
Item 
Deleted 
Corrected 
Item-Total 
Correlation
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
Experience in ICT Sector in SA 4.2020 1.000 .271 .360 .762
Length of Service in Current Job 4.7980 1.102 .566 .328 .567
Current Job Different from Last Job 5.0808 2.483 -.110 .122 .674
 
Scale Statistics 
Mean Variance Std. Deviation N of Items 
7.0404 2.611 1.61573 3
 
Conclusion: 
 
Cronbach's alpha for each of these three factors is greater than 0,5 therefore, the 
data is reliable and internally consistent for these three factors. 
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3.4. Test on motivation factors (Group IIId) 
 
Case Processing Summary 
  N % 
Cases Valid 99 100.0
Excludeda 0 .0
Total 99 100.0
a. Listwise deletion based on all variables in the procedure. 
 
Reliability Statistics 
Cronbach's Alpha 
Cronbach's Alpha 
Based on 
Standardised 
Items N of Items 
.489 .496 3
 
Item Statistics 
 Mean Std. Deviation N 
Salary Fair Compared to Other Staff in Same Company 1.4747 .50190 99
Salary Fair Compared to Other Companies in ICT Sector 3.0000 1.42857 99
Feeling of Being Motivated 2.4646 1.02333 99
 
Inter-Item Correlation Matrix 
 Salary Fair Compared 
to Other Staff in Same 
Company 
Salary Fair Compared 
to Other Companies in 
ICT Sector 
Feeling of 
Being 
Motivated 
Salary Fair Compared to Other Staff in Same 
Company 1.000 .114 .202
Salary Fair Compared to Other Companies in 
ICT Sector .114 1.000 .426
Feeling of Being Motivated .202 .426 1.000
 
Item-Total Statistics 
 Scale 
Mean if 
Item 
Deleted 
Scale 
Variance 
if Item 
Deleted 
Corrected 
Item-Total 
Correlation
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
Salary Fair Compared to Other Staff in Same 
Company 5.4646 4.333 .177 .042 .575
Salary Fair Compared to Other Companies in 
ICT Sector 6.9394 1.506 .402 .182 .775
Feeling of Being Motivated 5.4747 2.456 .453 .205 .533
 
Scale Statistics 
Mean Variance Std. Deviation N of Items 
6.9394 4.955 2.22609 3
 
Conclusion: 
 
Cronbach's alpha for each of these three factors is greater than 0,5 therefore, the 
data is reliable and consistent for these three factors. 
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ANNEXURE F:  Calculations of Pearson’s and ‘N-1’  
 chi-square tests for independence 
 
 
1. SPSS analysis for factors relating to demographics (Group I) 
 
 
 
Case Processing 
Summary 
Cases 
Valid Missing Total 
N Percent N Percent N Percent
Job Performance * Ethnic Group 99 100.0% 0 .0% 99 100.0%
Job Performance * Age Group 99 100.0% 0 .0% 99 100.0%
Job Performance * Gender (F / M) 99 100.0% 0 .0% 99 100.0%
Job Performance * Marital Status 99 100.0% 0 .0% 99 100.0%
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1.1 Job performance vs ethnic group 
 
Crosstab 
Q4: Ethnic Group 
Total Black White Coloured Asian Indian 
Job Performance 4 Count 0 1 0 0 0 1
Expected Count .0 .8 .1 .0 .1 1.0
Std. Residual -.2 .3 -.3 -.1 -.2  
5 Count 0 3 0 0 1 4
Expected Count .2 3.0 .5 .1 .2 4.0
Std. Residual -.4 .0 -.7 -.3 1.5  
6 Count 0 10 1 1 1 13
Expected Count .5 9.8 1.6 .3 .8 13.0
Std. Residual -.7 .0 -.5 1.4 .2  
7 Count 0 11 1 1 2 15
Expected Count .6 11.4 1.8 .3 .9 15.0
Std. Residual -.8 -.1 -.6 1.3 1.1  
8 Count 1 29 2 0 0 32
Expected Count 1.3 24.2 3.9 .6 1.9 32.0
Std. Residual -.3 1.0 -1.0 -.8 -1.4  
9 Count 2 18 8 0 2 30
Expected Count 1.2 22.7 3.6 .6 1.8 30.0
Std. Residual .7 -1.0 2.3 -.8 .1  
10 Count 1 3 0 0 0 4
Expected Count .2 3.0 .5 .1 .2 4.0
Std. Residual 2.1 .0 -.7 -.3 -.5  
Total Count 4 75 12 2 6 99
Expected Count 4.0 75.0 12.0 2.0 6.0 99.0
 
Chi-Square Tests Value df Asymp. Sig. (2-sided)
Pearson Chi-Square 27.188a 24 .296
‘N-1’ Chi-Square 26.913 24 .309
Likelihood Ratio 26.926 24 .308
N of Valid Cases 99   
a. 31 cells (88.6%) have expected count less than 5. The minimum expected count is .02. 
 
Conclusion: 
 
The p-value for the ‘N-1’ chi-square of 0,309 is considerably greater than 0,05. 
Therefore, at 5 per cent level of significance, job performance of an employee in the 
ICT sector in South Africa does not depend on ethnic group. 
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1.2 Job performance vs age group 
 
Crosstab 
Q5: Age Group 
Total 19-24 25-34 35-44 45-54 
Job Performance 4 Count 0 1 0 0 1
Expected Count .1 .5 .2 .1 1.0
Std. Residual -.4 .7 -.5 -.3  
5 Count 0 2 1 1 4
Expected Count .6 2.1 .9 .4 4.0
Std. Residual -.8 .0 .1 .9  
6 Count 1 7 5 0 13
Expected Count 1.8 6.8 3.0 1.3 13.0
Std. Residual -.6 .1 1.1 -1.1  
7 Count 6 4 3 2 15
Expected Count 2.1 7.9 3.5 1.5 15.0
Std. Residual 2.7 -1.4 -.3 .4  
8 Count 4 18 7 3 32
Expected Count 4.5 16.8 7.4 3.2 32.0
Std. Residual -.2 .3 -.2 -.1  
9 Count 3 18 6 3 30
Expected Count 4.2 15.8 7.0 3.0 30.0
Std. Residual -.6 .6 -.4 .0  
10 Count 0 2 1 1 4
Expected Count .6 2.1 .9 .4 4.0
Std. Residual -.8 .0 .1 .9  
Total Count 14 52 23 10 99
Expected Count 14.0 52.0 23.0 10.0 99.0
 
Chi-Square Tests Value df Asymp. Sig. (2-sided) 
Pearson Chi-Square 17.042a 18 .520
‘N-1’ Chi-Square 16.870 18 .532
Likelihood Ratio 17.291 18 .503
N of Valid Cases 99   
a. 22 cells (78.6%) have expected count less than 5. The minimum expected count is .10. 
 
Conclusion: 
 
The p-value for the ‘N-1’ chi-square of 0,532 is considerably greater than 0,05. 
Therefore, at 5 per cent level of significance, job performance of an employee in the 
ICT sector in South Africa does not depend on age group. 
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1.3 Job performance vs gender 
 
Crosstab 
Q6: Gender (F / M) 
Total Female Male 
Job Performance 4 Count 0 1 1 
Expected Count .3 .7 1.0 
Std. Residual -.5 .3  
5 Count 2 2 4 
Expected Count 1.1 2.9 4.0 
Std. Residual .9 -.6  
6 Count 2 11 13 
Expected Count 3.4 9.6 13.0 
Std. Residual -.8 .5  
7 Count 4 11 15 
Expected Count 3.9 11.1 15.0 
Std. Residual .0 .0  
8 Count 8 24 32 
Expected Count 8.4 23.6 32.0 
Std. Residual -.1 .1  
9 Count 8 22 30 
Expected Count 7.9 22.1 30.0 
Std. Residual .0 .0  
10 Count 2 2 4 
Expected Count 1.1 2.9 4.0 
Std. Residual .9 -.6  
Total Count 26 73 99 
Expected Count 26.0 73.0 99.0 
 
Chi-Square Tests Value df Asymp. Sig. (2-sided) 
Pearson Chi-Square 3.508a 6 .743
‘N-1’ Chi-Square 3.473 6 .748
Likelihood Ratio 3.571 6 .734
N of Valid Cases 99   
a. 8 cells (57.1%) have expected count less than 5. The minimum expected count is .26. 
 
Conclusion: 
 
The p-value for the ‘N-1’ chi-square of 0,748 is considerably greater than 0,05. 
Therefore, at 5 per cent level of significance, job performance of an employee in the 
ICT sector in South Africa does not depend on gender. 
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1.4 Job performance vs marital status 
 
Crosstab 
Q7: Marital Status 
Total Single 
Partnershi
p Married
Divorce
d 
Widow / 
Widower 
Job 
Performanc
e 
4 Count 1 0 0 0 0 1
Expected Count .4 .1 .5 .1 .0 1.0
Std. Residual 1.1 -.3 -.7 -.3 -.1  
5 Count 0 0 3 1 0 4
Expected Count 1.5 .3 1.9 .3 .0 4.0
Std. Residual -1.2 -.5 .8 1.3 -.2  
6 Count 4 1 8 0 0 13
Expected Count 4.7 .9 6.3 .9 .1 13.0
Std. Residual -.3 .1 .7 -1.0 -.4  
7 Count 9 1 5 0 0 15
Expected Count 5.5 1.1 7.3 1.1 .2 15.0
Std. Residual 1.5 .0 -.8 -1.0 -.4  
8 Count 9 3 14 6 0 32
Expected Count 11.6 2.3 15.5 2.3 .3 32.0
Std. Residual -.8 .5 -.4 2.5 -.6  
9 Count 11 2 16 0 1 30
Expected Count 10.9 2.1 14.5 2.1 .3 30.0
Std. Residual .0 .0 .4 -1.5 1.3  
10 Count 2 0 2 0 0 4
Expected Count 1.5 .3 1.9 .3 .0 4.0
Std. Residual .5 -.5 .0 -.5 -.2  
Total Count 36 7 48 7 1 99
Expected Count 36.0 7.0 48.0 7.0 1.0 99.0
 
Chi-Square Tests Value df Asymp. Sig. (2-sided) 
Pearson Chi-Square 23.955a 24 .464
‘N-1’ Chi-Square 23.713 24 .478
Likelihood Ratio 27.638 24 .276
N of Valid Cases 99   
a. 28 cells (80.0%) have expected count less than 5. The minimum expected count is .01. 
 
Conclusion: 
 
The p-value for the ‘N-1’ chi-square of 0,478 is considerably greater than 0,05. 
Therefore, at 5 per cent level of significance, job performance of an employee in the 
ICT sector in South Africa does not depend on marital status. 
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2. SPSS analysis for factors relating to skills and education (Group II) 
 
 
 
Case Processing 
Summary 
Cases 
Valid Missing Total 
N Percent N Percent N Percent
Job Performance * Level of Education 99 100.0% 0 .0% 99 100.0%
Job Performance * Training Provided 
by Company 99 100.0% 0 .0% 99 100.0%
Job Performance * Skills from Previous 
Company 99 100.0% 0 .0% 99 100.0%
Job Performance * Languages 99 100.0% 0 .0% 99 100.0%
Job Performance * Formal 
Qualifications in Areas Other Than ICT 99 100.0% 0 .0% 99 100.0%
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2.1 Job performance vs level of education 
 
Crosstab 
Q8: Level of Education 
Total None Matric Diploma Degree Post-grad 
Job Performance 4 Count 0 1 0 0 0 1
Expected Count .0 .2 .3 .3 .2 1.0
Std. Residual -.1 1.9 -.5 -.6 -.5  
5 Count 0 0 2 2 0 4
Expected Count .0 .7 1.1 1.3 .9 4.0
Std. Residual -.2 -.9 .9 .7 -1.0  
6 Count 1 3 3 5 1 13
Expected Count .1 2.4 3.4 4.1 3.0 13.0
Std. Residual 2.4 .4 -.2 .5 -1.2  
7 Count 0 3 6 5 1 15
Expected Count .2 2.7 3.9 4.7 3.5 15.0
Std. Residual -.4 .2 1.0 .1 -1.3  
8 Count 0 7 8 8 9 32
Expected Count .3 5.8 8.4 10.0 7.4 32.0
Std. Residual -.6 .5 -.1 -.6 .6  
9 Count 0 3 7 9 11 30
Expected Count .3 5.5 7.9 9.4 7.0 30.0
Std. Residual -.6 -1.1 -.3 -.1 1.5  
10 Count 0 1 0 2 1 4
Expected Count .0 .7 1.1 1.3 .9 4.0
Std. Residual -.2 .3 -1.0 .7 .1  
Total Count 1 18 26 31 23 99
Expected Count 1.0 18.0 26.0 31.0 23.0 99.0
 
Chi-Square Tests Value df Asymp. Sig. (2-sided)
Pearson Chi-Square 24.898a 24 .411
‘N-1’ Chi-Square 24.647 24 .425
Likelihood Ratio 24.485 24 .434
N of Valid Cases 99   
a. 27 cells (77.1%) have expected count less than 5. The minimum expected count is .01. 
 
Conclusion: 
 
The p-value for the ‘N-1’ chi-square of 0,425 is considerably greater than 0,05. 
Therefore, at 5 per cent level of significance, job performance of an employee in the 
ICT sector in South Africa does not depend on level of education. 
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2.2 Job performance vs training provided by company 
 
Crosstab 
Q16: Training Provided by 
Company 
Total Yes No 
Job Performance 4 Count 0 1 1
Expected Count .7 .3 1.0
Std. Residual -.8 1.2  
5 Count 1 3 4
Expected Count 2.7 1.3 4.0
Std. Residual -1.1 1.6  
6 Count 7 6 13
Expected Count 8.9 4.1 13.0
Std. Residual -.6 1.0  
7 Count 8 7 15
Expected Count 10.3 4.7 15.0
Std. Residual -.7 1.1  
8 Count 23 9 32
Expected Count 22.0 10.0 32.0
Std. Residual .2 -.3  
9 Count 25 5 30
Expected Count 20.6 9.4 30.0
Std. Residual 1.0 -1.4  
10 Count 4 0 4
Expected Count 2.7 1.3 4.0
Std. Residual .8 -1.1  
Total Count 68 31 99
Expected Count 68.0 31.0 99.0
 
Chi-Square Tests Value df Asymp. Sig. (2-sided)
Pearson Chi-Square 13.685a 6 .033
‘N-1’ Chi-Square 13.547 6 .035
Likelihood Ratio 14.844 6 .022
N of Valid Cases 99   
a. 8 cells (57.1%) have expected count less than 5. The minimum expected count is .31. 
 
Conclusion: 
 
The p-value for the ‘N-1’ chi-square of 0,035 is less than 0,05. Therefore, at 5 per 
cent level of significance, job performance of an employee in the ICT sector in South 
Africa does depend on training provided by his/her organisation. 
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2.3 Job performance vs skills from previous company 
 
Crosstab 
Q26: Skills from Previous Company 
Total Yes No First Job 
Job Performance 4 Count 1 0 0 1
Expected Count .7 .1 .1 1.0
Std. Residual .3 -.3 -.4  
5 Count 2 2 0 4
Expected Count 3.0 .5 .5 4.0
Std. Residual -.6 2.2 -.7  
6 Count 11 1 1 13
Expected Count 9.7 1.6 1.7 13.0
Std. Residual .4 -.5 -.5  
7 Count 11 1 3 15
Expected Count 11.2 1.8 2.0 15.0
Std. Residual .0 -.6 .7  
8 Count 25 5 2 32
Expected Count 23.9 3.9 4.2 32.0
Std. Residual .2 .6 -1.1  
9 Count 22 2 6 30
Expected Count 22.4 3.6 3.9 30.0
Std. Residual .0 -.9 1.0  
10 Count 2 1 1 4
Expected Count 3.0 .5 .5 4.0
Std. Residual -.6 .7 .7  
Total Count 74 12 13 99
Expected Count 74.0 12.0 13.0 99.0
 
Chi-Square Tests Value df Asymp. Sig. (2-sided)
Pearson Chi-Square 12.163a 12 .433
‘N-1’ Chi-Square 12.040 12 .443
Likelihood Ratio 11.023 12 .527
N of Valid Cases 99   
a. 17 cells (81.0%) have expected count less than 5. The minimum expected count is .12. 
 
Conclusion: 
 
The p-value for the ‘N-1’ chi-square of 0,443 is considerably greater than 0,05. 
Therefore, at 5 per cent level of significance,  job performance of an employee in the 
ICT sector in South Africa does not depend on the usage of skills acquired in 
previous jobs. 
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2.4 Job performance vs languages 
 
Crosstab 
Q29: Languages 
Total English 
English + 1 
language 
English + 2 or 
more languages 
Job Performance 4 Count 1 0 0 1
Expected Count .1 .7 .1 1.0
Std. Residual 2.3 -.9 -.4  
5 Count 1 3 0 4
Expected Count .6 2.9 .5 4.0
Std. Residual .6 .1 -.7  
6 Count 2 11 0 13
Expected Count 1.8 9.5 1.7 13.0
Std. Residual .1 .5 -1.3  
7 Count 1 12 2 15
Expected Count 2.1 10.9 2.0 15.0
Std. Residual -.8 .3 .0  
8 Count 5 24 3 32
Expected Count 4.5 23.3 4.2 32.0
Std. Residual .2 .2 -.6  
9 Count 3 21 6 30
Expected Count 4.2 21.8 3.9 30.0
Std. Residual -.6 -.2 1.0  
10 Count 1 1 2 4
Expected Count .6 2.9 .5 4.0
Std. Residual .6 -1.1 2.0  
Total Count 14 72 13 99
Expected Count 14.0 72.0 13.0 99.0
 
Chi-Square Tests Value df Asymp. Sig. (2-sided)
Pearson Chi-Square 17.225a 12 .141
‘N-1’ Chi-Square 17.051 12 .148
Likelihood Ratio 15.918 12 .195
N of Valid Cases 99   
a. 17 cells (81.0%) have expected count less than 5. The minimum expected count is .13. 
 
Conclusion: 
 
The p-value for the ‘N-1’ chi-square of 0,148 is much greater than 0,05. Therefore, at 
5 per cent level of significance, job performance of an employee in the ICT sector in 
South Africa does not depend on how many languages a person can speak besides 
English. 
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2.5 Job performance vs formal qualifications in areas other than ICT 
 
Crosstab 
Q30: Formal Qualifications 
in  Areas Other Than ICT 
Total Yes No 
Job Performance 4 Count 0 1 1 
Expected Count .5 .5 1.0 
Std. Residual -.7 .6  
5 Count 2 2 4 
Expected Count 1.9 2.1 4.0 
Std. Residual .1 .0  
6 Count 3 10 13 
Expected Count 6.0 7.0 13.0 
Std. Residual -1.2 1.2  
7 Count 6 9 15 
Expected Count 7.0 8.0 15.0 
Std. Residual -.4 .3  
8 Count 16 16 32 
Expected Count 14.9 17.1 32.0 
Std. Residual .3 -.3  
9 Count 17 13 30 
Expected Count 13.9 16.1 30.0 
Std. Residual .8 -.8  
10 Count 2 2 4 
Expected Count 1.9 2.1 4.0 
Std. Residual .1 .0  
Total Count 46 53 99 
Expected Count 46.0 53.0 99.0 
 
Chi-Square Tests Value df Asymp. Sig. (2-sided)
Pearson Chi-Square 5.435a 6 .489
‘N-1’ Chi-Square 5.380 6 .496
Likelihood Ratio 6.006 6 .422
N of Valid Cases 99   
a. 6 cells (42.9%) have expected count less than 5. The minimum expected count is .46. 
 
Conclusion: 
 
The p-value for the ‘N-1’ chi-square of 0,496 is considerably greater than 0,05. 
Therefore, at 5 per cent level of significance, job performance of an employee in the 
ICT sector in South Africa does not depend on formal qualifications in areas other 
than ICT. 
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3.  SPSS analysis for factors relating to job satisfaction, motivation and 
experience (Group III) 
 
 
3.1  SPSS analysis for job involvement and work life indicators factors 
(Group IIIa)  
 
 
 
Case Processing 
Summary 
Cases 
Valid Missing Total 
N Percent N Percent N Percent
Job Performance * No. of 
Reportees Under the Employee 99 100.0% 0 .0% 99 100.0%
Job Performance * Regular 
Absence from Work 99 100.0% 0 .0% 99 100.0%
Job Performance * Up to Date and 
Accurate Job Description 99 100.0% 0 .0% 99 100.0%
Job Performance * Comfortable 
and Pleasant work Environment 99 100.0% 0 .0% 99 100.0%
Job Performance * Projects and 
Tasks Explained Thoroughly 99 100.0% 0 .0% 99 100.0%
Job Performance * Company Goals 
Properly Communicated 99 100.0% 0 .0% 99 100.0%
Job Performance * Transparent 
Compensation Policies 99 100.0% 0 .0% 99 100.0%
 
 
 
 
  168
3.1.1 Job performance vs number of reportees under the employee 
 
Crosstab 
Q11: No. of Reportees Under the Employee 
Total None 1-5 6-10 11-15 15-20 20 plus 
Job Performance 4 Count 1 0 0 0 0 0 1
Expected Count .5 .4 .1 .0 .1 .0 1.0
Std. Residual .8 -.6 -.3 -.2 -.2 -.1  
5 Count 2 2 0 0 0 0 4
Expected Count 1.8 1.5 .3 .2 .2 .0 4.0
Std. Residual .1 .4 -.5 -.4 -.4 -.2  
6 Count 7 5 0 1 0 0 13
Expected Count 5.9 4.9 .9 .5 .7 .1 13.0
Std. Residual .4 .1 -1.0 .7 -.8 -.4  
7 Count 8 6 0 1 0 0 15
Expected Count 6.8 5.6 1.1 .6 .8 .2 15.0
Std. Residual .5 .2 -1.0 .5 -.9 -.4  
8 Count 17 12 1 0 1 1 32
Expected Count 14.5 12.0 2.3 1.3 1.6 .3 32.0
Std. Residual .6 .0 -.8 -1.1 -.5 1.2  
9 Count 10 10 5 2 3 0 30
Expected Count 13.6 11.2 2.1 1.2 1.5 .3 30.0
Std. Residual -1.0 -.4 2.0 .7 1.2 -.6  
10 Count 0 2 1 0 1 0 4
Expected Count 1.8 1.5 .3 .2 .2 .0 4.0
Std. Residual -1.3 .4 1.3 -.4 1.8 -.2  
Total Count 45 37 7 4 5 1 99
Expected Count 45.0 37.0 7.0 4.0 5.0 1.0 99.0
 
Chi-Square Tests Value df Asymp. Sig. (2-sided) 
Pearson Chi-Square 25.379a 30 .706 
‘N-1’ Chi-Square 25.123 30 .719 
Likelihood Ratio 29.565 30 .488 
Linear-by-Linear Association 7.563 1 .006 
N of Valid Cases 99   
a. 35 cells (83.3%) have expected count less than 5. The minimum expected count is .01. 
 
Conclusion: 
 
The p-value for the ‘N-1’ chi-square of 0,719 is considerably greater than 0,05. 
Therefore, at 5 per cent level of significance, job performance of an employee in the 
ICT sector in South Africa does not depend on number of subordinates reporting to 
the employee. 
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3.1.2 Job performance vs regular absence from work 
 
Crosstab 
Q12: Regular Absence from Work 
Total Agree Neutral Disagree
Strongly 
Disagree 
Job Performance 4 Count 1 0 0 0 1
Expected Count .0 .1 .3 .7 1.0
Std. Residual 6.9 -.2 -.5 -.8  
5 Count 1 0 0 3 4
Expected Count .1 .2 1.1 2.7 4.0
Std. Residual 3.2 -.4 -1.0 .2  
6 Count 0 1 2 10 13
Expected Count .3 .7 3.4 8.7 13.0
Std. Residual -.5 .4 -.8 .5  
7 Count 0 2 5 8 15
Expected Count .3 .8 3.9 10.0 15.0
Std. Residual -.6 1.4 .5 -.6  
8 Count 0 0 13 19 32
Expected Count .6 1.6 8.4 21.3 32.0
Std. Residual -.8 -1.3 1.6 -.5  
9 Count 0 2 6 22 30
Expected Count .6 1.5 7.9 20.0 30.0
Std. Residual -.8 .4 -.7 .4  
10 Count 0 0 0 4 4
Expected Count .1 .2 1.1 2.7 4.0
Std. Residual -.3 -.4 -1.0 .8  
Total Count 2 5 26 66 99
Expected Count 2.0 5.0 26.0 66.0 99.0
 
Chi-Square Tests Value df Asymp. Sig. (2-sided) 
Pearson Chi-Square 72.950a 18 .000 
‘N-1’ Chi-Square 72.213 18 .000 
Likelihood Ratio 30.023 18 .037 
Linear-by-Linear Association 5.229 1 .022 
N of Valid Cases 99   
a. 22 cells (78.6%) have expected count less than 5. The minimum expected count is .02. 
 
Conclusion: 
 
The p-value for the ‘N-1’ chi-square of 0,000 is considerably less than 0,05. 
Therefore, at 5 per cent level of significance, job performance of an employee in the 
ICT sector in South Africa does depend on his/her absence from work. 
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3.1.3 Job performance vs up to date and accurate job description 
 
Crosstab 
Q13: Up to Date and Accurate Job Description 
Total 
Strongly 
Agree Agree Neutral Disagree 
Strongly 
Disagree 
Job Performance 4 Count 0 0 0 1 0 1
Expected Count .3 .4 .2 .2 .0 1.0
Std. Residual -.5 -.6 -.4 2.1 -.2  
5 Count 1 1 1 0 1 4
Expected Count 1.2 1.5 .6 .6 .1 4.0
Std. Residual -.2 -.4 .5 -.8 2.5  
6 Count 2 5 5 0 1 13
Expected Count 3.8 4.7 2.0 2.1 .4 13.0
Std. Residual -.9 .1 2.2 -1.4 1.0  
7 Count 1 6 2 6 0 15
Expected Count 4.4 5.5 2.3 2.4 .5 15.0
Std. Residual -1.6 .2 -.2 2.3 -.7  
8 Count 8 12 5 6 1 32
Expected Count 9.4 11.6 4.8 5.2 1.0 32.0
Std. Residual -.4 .1 .1 .4 .0  
9 Count 14 11 2 3 0 30
Expected Count 8.8 10.9 4.5 4.8 .9 30.0
Std. Residual 1.8 .0 -1.2 -.8 -1.0  
10 Count 3 1 0 0 0 4
Expected Count 1.2 1.5 .6 .6 .1 4.0
Std. Residual 1.7 -.4 -.8 -.8 -.3  
Total Count 29 36 15 16 3 99
Expected Count 29.0 36.0 15.0 16.0 3.0 99.0
 
Chi-Square Tests Value df Asymp. Sig. (2-sided) 
Pearson Chi-Square 40.487a 24 .019 
‘N-1’ Chi-Square 40.078 24 .021 
Likelihood Ratio 37.815 24 .036 
Linear-by-Linear Association 11.341 1 .001 
N of Valid Cases 99   
a. 29 cells (82.9%) have expected count less than 5. The minimum expected count is .03. 
 
Conclusion: 
 
The p-value for the ‘N-1’ chi-square of 0,021 is less than 0,05. Therefore, at 5 per 
cent level of significance, job performance of an employee in the ICT sector in South 
Africa does depend on having an up to date and accurate job description. 
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3.1.4 Job performance vs comfortable and pleasant work environment 
 
Crosstab 
Q18: Comfortable and Pleasant Work 
Environment 
Total 
Strongly 
Agree Agree Neutral Disagree 
Strongly 
Disagree 
Job Performance 4 Count 0 0 0 0 1 1
Expected Count .4 .4 .2 .1 .0 1.0
Std. Residual -.6 -.6 -.4 -.2 6.9  
5 Count 2 1 0 1 0 4
Expected Count 1.5 1.5 .6 .2 .1 4.0
Std. Residual .4 -.4 -.8 1.8 -.3  
6 Count 2 9 2 0 0 13
Expected Count 5.0 5.0 2.1 .7 .3 13.0
Std. Residual -1.3 1.8 .0 -.8 -.5  
7 Count 3 4 4 3 1 15
Expected Count 5.8 5.8 2.4 .8 .3 15.0
Std. Residual -1.1 -.7 1.0 2.6 1.3  
8 Count 11 15 6 0 0 32
Expected Count 12.3 12.3 5.2 1.6 .6 32.0
Std. Residual -.4 .8 .4 -1.3 -.8  
9 Count 17 8 4 1 0 30
Expected Count 11.5 11.5 4.8 1.5 .6 30.0
Std. Residual 1.6 -1.0 -.4 -.4 -.8  
10 Count 3 1 0 0 0 4
Expected Count 1.5 1.5 .6 .2 .1 4.0
Std. Residual 1.2 -.4 -.8 -.4 -.3  
Total Count 38 38 16 5 2 99
Expected Count 38.0 38.0 16.0 5.0 2.0 99.0
 
Chi-Square Tests Value df Asymp. Sig. (2-sided) 
Pearson Chi-Square 80.026a 24 .000 
‘N-1’ Chi-Square 79.218 24 .000 
Likelihood Ratio 39.352 24 .025 
Linear-by-Linear Association 10.685 1 .001 
N of Valid Cases 99   
a. 28 cells (80.0%) have expected count less than 5. The minimum expected count is .02. 
 
Conclusion: 
 
The p-value for the ‘N-1’ chi-square of 0,000 is considerably less than 0,05. 
Therefore, at 5 per cent level of significance, job performance of an employee in the 
ICT sector in South Africa does depend on the comfort and pleasantness of the work 
environment. 
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3.1.5 Job performance vs projects and tasks are explained thoroughly 
 
Crosstab 
Q20: Projects and Tasks Are  
Explained Thoroughly 
Total 
Strongly 
Agree Agree Neutral Disagree 
Strongly 
Disagree 
Job Performance 4 Count 0 0 0 1 0 1
Expected Count .1 .4 .3 .2 .0 1.0
Std. Residual -.3 -.6 -.6 2.0 -.2  
5 Count 0 1 1 0 2 4
Expected Count .4 1.5 1.3 .7 .2 4.0
Std. Residual -.6 -.4 -.3 -.8 4.6  
6 Count 0 4 5 3 1 13
Expected Count 1.2 4.9 4.2 2.2 .5 13.0
Std. Residual -1.1 -.4 .4 .5 .7  
7 Count 0 5 5 5 0 15
Expected Count 1.4 5.6 4.8 2.6 .6 15.0
Std. Residual -1.2 -.3 .1 1.5 -.8  
8 Count 3 9 12 8 0 32
Expected Count 2.9 12.0 10.3 5.5 1.3 32.0
Std. Residual .1 -.9 .5 1.1 -1.1  
9 Count 6 14 9 0 1 30
Expected Count 2.7 11.2 9.7 5.2 1.2 30.0
Std. Residual 2.0 .8 -.2 -2.3 -.2  
10 Count 0 4 0 0 0 4
Expected Count .4 1.5 1.3 .7 .2 4.0
Std. Residual -.6 2.0 -1.1 -.8 -.4  
Total Count 9 37 32 17 4 99
Expected Count 9.0 37.0 32.0 17.0 4.0 99.0
 
Chi-Square Tests Value df Asymp. Sig. (2-sided) 
Pearson Chi-Square 53.513a 24 .000 
‘N-1’ Chi-Square 52.972 24 .000 
Likelihood Ratio 47.777 24 .003 
Linear-by-Linear Association 17.444 1 .000 
N of Valid Cases 99   
a. 28 cells (80.0%) have expected count less than 5. The minimum expected count is .04. 
 
Conclusion: 
 
The p-value for the ‘N-1’ chi-square of 0,000 is considerably less than 0,05. 
Therefore, at 5 per cent level of significance, job performance of an employee in the 
ICT sector in South Africa does depend on proper explanation of projects and tasks. 
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3.1.6 Job performance vs company goals properly communicated 
 
Crosstab 
Q22: Company Goals Properly 
Communicated 
Total 
Strongly 
Agree Agree Neutral Disagree 
Strongly 
Disagree 
Job Performance 4 Count 0 0 0 1 0 1
Expected Count .2 .4 .2 .1 .0 1.0
Std. Residual -.4 -.7 -.5 2.3 -.1  
5 Count 0 2 0 1 1 4
Expected Count .7 1.8 .9 .6 .0 4.0
Std. Residual -.9 .2 -.9 .6 4.8  
6 Count 1 3 7 2 0 13
Expected Count 2.4 5.8 2.9 1.8 .1 13.0
Std. Residual -.9 -1.2 2.4 .1 -.4  
7 Count 0 5 5 5 0 15
Expected Count 2.7 6.7 3.3 2.1 .2 15.0
Std. Residual -1.7 -.6 .9 2.0 -.4  
8 Count 5 17 6 4 0 32
Expected Count 5.8 14.2 7.1 4.5 .3 32.0
Std. Residual -.3 .7 -.4 -.2 -.6  
9 Count 10 15 4 1 0 30
Expected Count 5.5 13.3 6.7 4.2 .3 30.0
Std. Residual 1.9 .5 -1.0 -1.6 -.6  
10 Count 2 2 0 0 0 4
Expected Count .7 1.8 .9 .6 .0 4.0
Std. Residual 1.5 .2 -.9 -.8 -.2  
Total Count 18 44 22 14 1 99
Expected Count 18.0 44.0 22.0 14.0 1.0 99.0
 
Chi-Square Tests Value df Asymp. Sig. (2-sided) 
Pearson Chi-Square 59.803a 24 .000 
‘N-1’ Chi-Square 59.199 24 .000 
Likelihood Ratio 43.489 24 .009 
Linear-by-Linear Association 23.045 1 .000 
N of Valid Cases 99   
a. 27 cells (77.1%) have expected count less than 5. The minimum expected count is .01. 
 
Conclusion: 
 
The p-value for the ‘N-1’ chi-square of 0,000 is considerably less than 0,05. 
Therefore, at 5 per cent level of significance, job performance of an employee in the 
ICT sector in South Africa does depend on proper communication of company goals. 
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3.1.7 Job performance vs transparent compensation policies 
 
Crosstab 
Q23: Transparent  
Compensation Policies 
Total Yes No 
Job Performance 4 Count 1 0 1 
Expected Count .6 .4 1.0 
Std. Residual .5 -.6  
5 Count 0 4 4 
Expected Count 2.5 1.5 4.0 
Std. Residual -1.6 2.0  
6 Count 7 6 13 
Expected Count 8.0 5.0 13.0 
Std. Residual -.4 .5  
7 Count 4 11 15 
Expected Count 9.2 5.8 15.0 
Std. Residual -1.7 2.2  
8 Count 22 10 32 
Expected Count 19.7 12.3 32.0 
Std. Residual .5 -.7  
9 Count 24 6 30 
Expected Count 18.5 11.5 30.0 
Std. Residual 1.3 -1.6  
10 Count 3 1 4 
Expected Count 2.5 1.5 4.0 
Std. Residual .3 -.4  
Total Count 61 38 99 
Expected Count 61.0 38.0 99.0 
 
Chi-Square Tests Value df Asymp. Sig. (2-sided) 
Pearson Chi-Square 20.401a 6 .002 
‘N-1’ Chi-Square 20.195 6 .003 
Likelihood Ratio 22.236 6 .001 
Linear-by-Linear Association 10.074 1 .002 
N of Valid Cases 99   
a. 7 cells (50.0%) have expected count less than 5. The minimum expected count is .38. 
 
Conclusion: 
 
The p-value for the ‘N-1’ chi-square of 0,003 is considerably less than 0,05. 
Therefore, at 5 per cent level of significance, job performance of an employee in the 
ICT sector in South Africa does depend on transparent compensation policies. 
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3.2 SPSS analysis for career expectations factors (Group IIIb) 
 
 
 
Case Processing 
Summary 
Cases 
Valid Missing Total 
N Percent N Percent N Percent 
Job Performance * Opportunities 
for Career Growth 99 100.0% 0 .0% 99 100.0%
Job Performance * Company's 
Assistance for Further Education 99 100.0% 0 .0% 99 100.0%
Job Performance * Supervisor's 
Guidance 99 100.0% 0 .0% 99 100.0%
Job Performance * Opportunities 
for Career Advancement Internally 99 100.0% 0 .0% 99 100.0%
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3.2.1 Job performance vs opportunities for career growth 
 
Crosstab 
Q14: Opportunities for Career Growth 
Total 
Strongly 
Agree Agree Neutral Disagree
Strongly 
Disagree 
Job 
Performance 
4 Count 0 0 0 0 1 1
Expected Count .2 .4 .3 .1 .1 1.0
Std. Residual -.4 -.6 -.5 -.3 3.0  
5 Count 0 0 1 0 3 4
Expected Count .6 1.5 1.1 .4 .4 4.0
Std. Residual -.8 -1.2 -.1 -.6 4.4  
6 Count 2 2 6 2 1 13
Expected Count 2.1 4.7 3.7 1.3 1.2 13.0
Std. Residual .0 -1.3 1.2 .6 -.2  
7 Count 0 3 8 2 2 15
Expected Count 2.4 5.5 4.2 1.5 1.4 15.0
Std. Residual -1.6 -1.1 1.8 .4 .5  
8 Count 5 13 7 5 2 32
Expected Count 5.2 11.6 9.1 3.2 2.9 32.0
Std. Residual .0 .4 -.7 1.0 -.5  
9 Count 7 17 5 1 0 30
Expected Count 4.8 10.9 8.5 3.0 2.7 30.0
Std. Residual 1.0 1.8 -1.2 -1.2 -1.7  
10 Count 2 1 1 0 0 4
Expected Count .6 1.5 1.1 .4 .4 4.0
Std. Residual 1.7 -.4 -.1 -.6 -.6  
Total Count 16 36 28 10 9 99
Expected Count 16.0 36.0 28.0 10.0 9.0 99.0
 
Chi-Square Tests Value df Asymp. Sig. (2-sided) 
Pearson Chi-Square 57.891a 24 .000 
‘N-1’ Chi-Square 57.306 24 .000 
Likelihood Ratio 48.053 24 .002 
Linear-by-Linear Association 24.708 1 .000 
N of Valid Cases 99   
a. 29 cells (82.9%) have expected count less than 5. The minimum expected count is .09. 
 
Conclusion: 
 
The p-value for the ‘N-1’ chi-square of 0,000 is considerably less than 0,05. 
Therefore, at 5 per cent level of significance, job performance of an employee in the 
ICT sector in South Africa does depend on opportunities for career growth. 
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3.2.2 Job performance vs company’s assistance for further education 
 
Crosstab 
Q21: Company's Assistance 
for Further Education 
Total Yes No 
Job Performance 4 Count 0 1 1 
Expected Count .7 .3 1.0 
Std. Residual -.8 1.2  
5 Count 1 3 4 
Expected Count 2.7 1.3 4.0 
Std. Residual -1.0 1.4  
6 Count 7 6 13 
Expected Count 8.7 4.3 13.0 
Std. Residual -.6 .8  
7 Count 7 8 15 
Expected Count 10.0 5.0 15.0 
Std. Residual -.9 1.3  
8 Count 22 10 32 
Expected Count 21.3 10.7 32.0 
Std. Residual .1 -.2  
9 Count 25 5 30 
Expected Count 20.0 10.0 30.0 
Std. Residual 1.1 -1.6  
10 Count 4 0 4 
Expected Count 2.7 1.3 4.0 
Std. Residual .8 -1.2  
Total Count 66 33 99 
Expected Count 66.0 33.0 99.0 
 
Chi-Square Tests Value df Asymp. Sig. (2-sided) 
Pearson Chi-Square 14.599a 6 .024 
‘N-1’ Chi-Square 14.452 6 .025 
Likelihood Ratio 16.075 6 .013 
Linear-by-Linear Association 12.960 1 .000 
N of Valid Cases 99   
a. 7 cells (50.0%) have expected count less than 5. The minimum expected count is .33. 
 
Conclusion: 
 
The p-value for the ‘N-1’ chi-square of 0,025 is less than 0,05. Therefore, at 5 per 
cent level of significance, job performance of an employee in the ICT sector in South 
Africa does depend on his/her organisation’s assistance for further studies. 
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3.2.3 Job performance vs supervisor's guidance 
 
Crosstab 
Q24: Supervisor's Guidance 
Total 
Strongly 
Agree Agree Neutral Disagree 
Strongly 
Disagree 
Job Performance 4 Count 0 0 0 0 1 1
Expected Count .2 .6 .2 .1 .0 1.0
Std. Residual -.4 -.7 -.4 -.3 4.8  
5 Count 0 2 0 0 2 4
Expected Count .6 2.2 .6 .4 .2 4.0
Std. Residual -.8 -.1 -.8 -.6 4.6  
6 Count 3 4 2 3 1 13
Expected Count 2.0 7.2 2.0 1.3 .5 13.0
Std. Residual .7 -1.2 .0 1.5 .7  
7 Count 1 8 3 3 0 15
Expected Count 2.3 8.3 2.3 1.5 .6 15.0
Std. Residual -.8 -.1 .5 1.2 -.8  
8 Count 6 16 7 3 0 32
Expected Count 4.8 17.8 4.8 3.2 1.3 32.0
Std. Residual .5 -.4 1.0 -.1 -1.1  
9 Count 4 23 2 1 0 30
Expected Count 4.5 16.7 4.5 3.0 1.2 30.0
Std. Residual -.3 1.6 -1.2 -1.2 -1.1  
10 Count 1 2 1 0 0 4
Expected Count .6 2.2 .6 .4 .2 4.0
Std. Residual .5 -.1 .5 -.6 -.4  
Total Count 15 55 15 10 4 99
Expected Count 15.0 55.0 15.0 10.0 4.0 99.0
 
Chi-Square Tests Value df Asymp. Sig. (2-sided) 
Pearson Chi-Square 64.179a 24 .000 
‘N-1’ Chi-Square 63.531 24 .000 
Likelihood Ratio 37.385 24 .040 
Linear-by-Linear Association 14.543 1 .000 
N of Valid Cases 99   
a. 31 cells (88.6%) have expected count less than 5. The minimum expected count is .04. 
 
Conclusion: 
 
The p-value for the ‘N-1’ chi-square of 0,000 is considerably less than 0,05. 
Therefore, at 5 per cent level of significance, job performance of an employee in the 
ICT sector in South Africa does depend on his/her supervisor’s guidance and 
support. 
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3.2.4 Job performance vs opportunities for career advancement internally 
 
Crosstab 
Q28: Opportunities for Career 
Advancement Internally 
Total Yes No 
Job Performance 4 Count 0 1 1 
Expected Count .5 .5 1.0 
Std. Residual -.7 .8  
5 Count 0 4 4 
Expected Count 2.1 1.9 4.0 
Std. Residual -1.4 1.5  
6 Count 5 8 13 
Expected Count 6.8 6.2 13.0 
Std. Residual -.7 .7  
7 Count 4 11 15 
Expected Count 7.9 7.1 15.0 
Std. Residual -1.4 1.5  
8 Count 16 16 32 
Expected Count 16.8 15.2 32.0 
Std. Residual -.2 .2  
9 Count 23 7 30 
Expected Count 15.8 14.2 30.0 
Std. Residual 1.8 -1.9  
10 Count 4 0 4 
Expected Count 2.1 1.9 4.0 
Std. Residual 1.3 -1.4  
Total Count 52 47 99 
Expected Count 52.0 47.0 99.0 
 
Chi-Square Tests Value df Asymp. Sig. (2-sided) 
Pearson Chi-Square 21.294a 6 .002 
‘N-1’ Chi-Square 21.079 6 .002 
Likelihood Ratio 25.312 6 .000 
Linear-by-Linear Association 17.908 1 .000 
N of Valid Cases 99   
a. 6 cells (42.9%) have expected count less than 5. The minimum expected count is .47. 
 
Conclusion: 
 
The p-value for the ‘N-1’ chi-square of 0,002 is considerably less than 0,05. 
Therefore, at 5 per cent level of significance, job performance of an employee in the 
ICT sector in South Africa does depend on opportunities for career advancement 
internally in his/her organisation. 
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3.3. SPSS analysis for work experiences factors (Group IIIc) 
 
 
 
Case Processing 
Summary 
Cases 
Valid Missing Total 
N Percent N Percent N Percent 
Job Performance * Experience 
in ICT Sector in SA 99 99.0% 1 1.0% 100 100.0% 
Job Performance * Length of 
Service in Current Job 99 99.0% 1 1.0% 100 100.0% 
Job Performance * Current Job 
Different from Last Job 99 99.0% 1 1.0% 100 100.0% 
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3.3.1 Job performance vs experience in ICT sector in SA 
 
Crosstab 
Q9: Experience in ICT Sector in SA 
Total 
Less than 
1 Year 
1-5 
Years 
5-10 
Years 
10-20 
Years 
More than 
20 Years 
Job Performance 4 Count 0 0 0 1 0 1
Expected Count .1 .3 .3 .2 .0 1.0
Std. Residual -.3 -.6 -.6 1.5 -.2  
5 Count 0 1 0 3 0 4
Expected Count .3 1.3 1.3 1.0 .2 4.0
Std. Residual -.5 -.3 -1.1 2.1 -.4  
6 Count 1 4 3 5 0 13
Expected Count .9 4.3 4.1 3.2 .5 13.0
Std. Residual .1 -.2 -.5 1.0 -.7  
7 Count 3 5 3 3 1 15
Expected Count 1.1 5.0 4.7 3.6 .6 15.0
Std. Residual 1.9 .0 -.8 -.3 .5  
8 Count 2 12 10 6 2 32
Expected Count 2.3 10.7 10.0 7.8 1.3 32.0
Std. Residual -.2 .4 .0 -.6 .6  
9 Count 1 10 14 4 1 30
Expected Count 2.1 10.0 9.4 7.3 1.2 30.0
Std. Residual -.8 .0 1.5 -1.2 -.2  
1
0 
Count 0 1 1 2 0 4
Expected Count .3 1.3 1.3 1.0 .2 4.0
Std. Residual -.5 -.3 -.2 1.0 -.4  
Total Count 7 33 31 24 4 99
Expected Count 7.0 33.0 31.0 24.0 4.0 99.0
 
Chi-Square Tests Value df Asymp. Sig. (2-sided)
Pearson Chi-Square 22.623a 24 .542 
‘N-1’ Chi-Square 22.394 24 .556 
Likelihood Ratio 22.069 24 .575 
Linear-by-Linear Association .485 1 .486 
N of Valid Cases 99   
a. 28 cells (80.0%) have expected count less than 5. The minimum expected count is .04. 
 
Conclusion: 
 
The p-value for the ‘N-1’ chi-square of 0,556 is considerably greater than 0,05. 
Therefore, at 5 per cent level of significance, job performance of an employee in the 
ICT sector in South Africa does not depend on his/her number of years of 
experience in the ICT sector in SA. 
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3.3.2 Job performance vs length of service in current job 
 
Crosstab 
Q10: Length of Service in Current Job 
Total 
Less 
Than 1 
Year 1-5 Years
5-10 
Years 
10-20 
Years 
Job Performance 4 Count 0 0 0 1 1
Expected Count .1 .5 .3 .1 1.0
Std. Residual -.4 -.7 -.5 3.8  
5 Count 0 2 1 1 4
Expected Count .6 2.1 1.1 .2 4.0
Std. Residual -.8 .0 .0 1.5  
6 Count 2 6 4 1 13
Expected Count 1.8 7.0 3.4 .8 13.0
Std. Residual .1 -.4 .3 .2  
7 Count 4 6 5 0 15
Expected Count 2.1 8.0 3.9 .9 15.0
Std. Residual 1.3 -.7 .5 -1.0  
8 Count 5 21 4 2 32
Expected Count 4.5 17.1 8.4 1.9 32.0
Std. Residual .2 .9 -1.5 .0  
9 Count 3 16 10 1 30
Expected Count 4.2 16.1 7.9 1.8 30.0
Std. Residual -.6 .0 .8 -.6  
10 Count 0 2 2 0 4
Expected Count .6 2.1 1.1 .2 4.0
Std. Residual -.8 .0 .9 -.5  
Total Count 14 53 26 6 99
Expected Count 14.0 53.0 26.0 6.0 99.0
 
Chi-Square Tests Value df Asymp. Sig. (2-sided) 
Pearson Chi-Square 28.333a 18 .057 
‘N-1’ Chi-Square 28.047 18 .061 
Likelihood Ratio 19.738 18 .348 
Linear-by-Linear Association .736 1 .391 
N of Valid Cases 99   
a. 22 cells (78.6%) have expected count less than 5. The minimum expected count is .06. 
 
Conclusion: 
 
The p-value for the ‘N-1’ chi-square of 0,061 is greater than 0,05. Therefore, at 5 per 
cent level of significance, job performance of an employee in the ICT sector in South 
Africa does not depend on length of service in his/her current job. 
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3.3.3 Job performance vs current job different from last job 
 
Crosstab 
Q27: Current Job Different  
from Last Job 
Total Yes No First Job 
Job Performance 4 Count 0 1 0 1
Expected Count .2 .7 .1 1.0
Std. Residual -.4 .4 -.4  
5 Count 3 1 0 4
Expected Count .7 2.7 .6 4.0
Std. Residual 2.7 -1.0 -.8  
6 Count 4 7 2 13
Expected Count 2.4 8.8 1.8 13.0
Std. Residual 1.1 -.6 .1  
7 Count 3 9 3 15
Expected Count 2.7 10.2 2.1 15.0
Std. Residual .2 -.4 .6  
8 Count 4 26 2 32
Expected Count 5.8 21.7 4.5 32.0
Std. Residual -.8 .9 -1.2  
9 Count 3 21 6 30
Expected Count 5.5 20.3 4.2 30.0
Std. Residual -1.1 .2 .9  
10 Count 1 2 1 4
Expected Count .7 2.7 .6 4.0
Std. Residual .3 -.4 .6  
Total Count 18 67 14 99
Expected Count 18.0 67.0 14.0 99.0
 
Chi-Square Tests Value df Asymp. Sig. (2-sided) 
Pearson Chi-Square 16.584a 12 .166 
‘N-1’ Chi-Square 16.416 12 .173 
Likelihood Ratio 14.918 12 .246 
Linear-by-Linear Association 4.426 1 .035 
N of Valid Cases 99   
a. 15 cells (71.4%) have expected count less than 5. The minimum expected count is .14. 
 
Conclusion: 
 
The p-value for the ‘N-1’ chi-square of 0,173 is much greater than 0,05. Therefore, at 
5 per cent level of significance, job performance of an employee in the ICT sector in 
South Africa does not depend on whether his/her current job is different from the last 
job. 
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3.4 SPSS analysis for motivation factors(Group IIId) 
 
 
 
 
Case Processing 
Summary 
Cases 
Valid Missing Total 
N Percent N Percent N Percent
Job Performance * Salary Fair 
Compared to Other Staff in the Same 
Company 
99 100.0% 0 .0% 99 100.0%
Job Performance * Salary Fair 
Compared to Other Companies in 
ICT Sector 
99 100.0% 0 .0% 99 100.0%
Job Performance * Feeling of Being 
Motivated 99 100.0% 0 .0% 99 100.0%
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3.4.1 Job performance vs salary fair compared to other staff in the same 
 company 
 
Crosstab 
Q15: Salary Fair Compared to 
Other Staff in the Same Company 
Total Yes No 
Job Performance 4 Count 0 1 1 
Expected Count .5 .5 1.0 
Std. Residual -.7 .8  
5 Count 0 4 4 
Expected Count 2.1 1.9 4.0 
Std. Residual -1.4 1.5  
6 Count 4 9 13 
Expected Count 6.8 6.2 13.0 
Std. Residual -1.1 1.1  
7 Count 6 9 15 
Expected Count 7.9 7.1 15.0 
Std. Residual -.7 .7  
8 Count 22 10 32 
Expected Count 16.8 15.2 32.0 
Std. Residual 1.3 -1.3  
9 Count 17 13 30 
Expected Count 15.8 14.2 30.0 
Std. Residual .3 -.3  
10 Count 3 1 4 
Expected Count 2.1 1.9 4.0 
Std. Residual .6 -.7  
Total Count 52 47 99 
Expected Count 52.0 47.0 99.0 
 
Chi-Square Tests Value df Asymp. Sig. (2-sided) 
Pearson Chi-Square 13.338a 6 .038 
‘N-1’ Chi-Square 13.203 6 .040 
Likelihood Ratio 15.450 6 .017 
Linear-by-Linear Association 8.863 1 .003 
N of Valid Cases 99   
a. 6 cells (42.9%) have expected count less than 5. The minimum expected count is .47. 
 
Conclusion: 
 
The p-value for the ‘N-1’ chi-square of 0,040 is slightly less than 0,05. Therefore, at 
5 per cent level of significance, job performance of an employee in the ICT sector in 
South Africa does depend on receiving a fair salary compared to other staff doing an 
equivalent job in the same company. 
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3.4.2  Job performance vs salary fair compared to other companies in ICT 
 sector 
  
Crosstab 
Q17: Salary Fair Compared to  
Other Companies in ICT Sector 
Total 
Strongly 
Agree Agree Neutral Disagree 
Strongly 
Disagree 
Job Performance 4 Count 0 0 0 0 1 1
Expected Count .2 .2 .1 .3 .2 1.0
Std. Residual -.4 -.5 -.3 -.5 2.0  
5 Count 0 1 1 0 2 4
Expected Count .8 .9 .4 1.2 .7 4.0
Std. Residual -.9 .1 .9 -1.1 1.6  
6 Count 2 0 0 3 8 13
Expected Count 2.6 3.0 1.3 3.8 2.2 13.0
Std. Residual -.4 -1.7 -1.1 -.4 3.9  
7 Count 0 1 0 13 1 15
Expected Count 3.0 3.5 1.5 4.4 2.6 15.0
Std. Residual -1.7 -1.3 -1.2 4.1 -1.0  
8 Count 2 13 6 9 2 32
Expected Count 6.5 7.4 3.2 9.4 5.5 32.0
Std. Residual -1.8 2.0 1.5 -.1 -1.5  
9 Count 13 8 3 4 2 30
Expected Count 6.1 7.0 3.0 8.8 5.2 30.0
Std. Residual 2.8 .4 .0 -1.6 -1.4  
10 Count 3 0 0 0 1 4
Expected Count .8 .9 .4 1.2 .7 4.0
Std. Residual 2.4 -1.0 -.6 -1.1 .4  
Total Count 20 23 10 29 17 99
Expected Count 20.0 23.0 10.0 29.0 17.0 99.0
 
Chi-Square Tests Value df Asymp. Sig. (2-sided) 
Pearson Chi-Square 86.977a 24 .000 
‘N-1’ Chi-Square 86.098 24 .000 
Likelihood Ratio 84.485 24 .000 
Linear-by-Linear Association 27.407 1 .000 
N of Valid Cases 99  
a. 27 cells (77.1%) have expected count less than 5. The minimum expected count is .10. 
 
Conclusion: 
 
The p-value for the ‘N-1’ chi-square of 0,000 is considerably less than 0,05. 
Therefore, at 5 per cent level of significance, job performance of an employee in the 
ICT sector in South Africa does depend on receiving a fair salary compared to other 
companies in the ICT sector.  
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3.4.3 Job performance vs feeling of being motivated 
 
Crosstab 
Q19: Feeling of Being Motivated 
Total 
Strongly 
Agree Agree Neutral Disagree 
Strongly 
Disagree 
Job Performance 4 Count 0 0 0 1 0 1
Expected Count .2 .4 .2 .2 .0 1.0
Std. Residual -.4 -.7 -.5 2.2 -.2  
5 Count 0 1 0 2 1 4
Expected Count .6 1.8 .9 .6 .1 4.0
Std. Residual -.8 -.6 -.9 1.8 2.5  
6 Count 1 6 3 3 0 13
Expected Count 2.0 5.8 2.9 2.0 .4 13.0
Std. Residual -.7 .1 .1 .7 -.6  
7 Count 0 5 4 4 2 15
Expected Count 2.3 6.7 3.3 2.3 .5 15.0
Std. Residual -1.5 -.6 .4 1.1 2.3  
8 Count 6 14 8 4 0 32
Expected Count 4.8 14.2 7.1 4.8 1.0 32.0
Std. Residual .5 .0 .3 -.4 -1.0  
9 Count 6 16 7 1 0 30
Expected Count 4.5 13.3 6.7 4.5 .9 30.0
Std. Residual .7 .7 .1 -1.7 -1.0  
10 Count 2 2 0 0 0 4
Expected Count .6 1.8 .9 .6 .1 4.0
Std. Residual 1.8 .2 -.9 -.8 -.3  
Total Count 15 44 22 15 3 99
Expected Count 15.0 44.0 22.0 15.0 3.0 99.0
 
Chi-Square Tests Value df Asymp. Sig. (2-sided) 
Pearson Chi-Square 38.872a 24 .028 
‘N-1’ Chi-Square 38.479 24 .031 
Likelihood Ratio 37.027 24 .043 
Linear-by-Linear Association 18.014 1 .000 
N of Valid Cases 99   
a. 29 cells (82.9%) have expected count less than 5. The minimum expected count is .03. 
 
Conclusion: 
 
The p-value of the experiment of 0,028 is less than 0,05. Therefore, at 5 per cent 
level of significance, job performance of an employee in the ICT sector in South 
Africa does depend on his/her feeling of being motivated. 
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ANNEXURE G: Selected characteristics of the sample 
 
 
Notes:  
 
This annexure consists of two parts: 
 
- Table G lists the response rates for eight selected characteristics (a to h) of the 
sample; 
 
- Figures G (a) to G (h) illustrate the response rates for the eight selected 
characteristics as pie charts. 
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Table G: Response rates for selected characteristics of 99 respondents 
Total per group GROUP Percentage of sample
(a) Question 4: Ethnic group [see Figure G (a)]: 
4 Black 4.04% 
75 White 75.76% 
12 Coloured 12.12% 
2 Asian 2.02% 
6 Indian 6.06% 
0 Other 0.00% 
(b) Question 5: Age group [see Figure G (b)]: 
0 Under 18 years 0.00% 
14 18 to 24 years 14.14% 
52 25 to 34 years 52.53% 
23 35 to 44 years 23.23% 
10 45 to 54 years 10.10% 
0 55 to 64 years 0.00% 
0 65 years or older 0.00% 
(c) Question 6: Gender [see Figure G (c)]: 
26 Female 26.26% 
73 Male 73.74% 
(d) Question 7: Marital status [see Figure G (d)]: 
36 Single 36.36% 
7 Partnership 7.07% 
48 Married 48.48% 
7 Divorced 7.07% 
36 Single 36.36% 
0 Separated 0.00% 
1 Widowed 1.01% 
(e) Question 8: Level of education [see Figure G (e)]: 
1 None 1.01% 
18 Matric 18.18% 
26 Diploma 26.26% 
31 Degree 31.31% 
23 Postgraduate degree 23.23% 
(f) Question 9: Number of years in the ICT sector in South Africa [see Figure G (f)]: 
6 Less than 1 year 6.06% 
34 1 to 5 years 34.34% 
32 5 to 10 years 32.32% 
23 10 to 20 years 23.23% 
4 20 years or more 4.04% 
(g) Question 10: Number of years in current job [see Figure G (g)]: 
14 Less than 1 year 14.14% 
53 1 to 5 years 53.54% 
26 5 to 10 years 26.26% 
6 10 to 20 years 6.06% 
0 20 years or more 0.00% 
(h) Question 11: Number of employees reporting to respondent [see Figure G (h)]: 
45 None 45.45% 
37 1 to 5 people 37.37% 
7 5 to 10 people 7.07% 
4 10 to 15 people 4.04% 
5 15 to 20 people 5.05% 
1 20 or more people 1.01% 
 
(Source: Author’s own construct) 
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ETHNIC GROUPS OF 99 RESPONDENTS
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Figure G (a) 
 
AGE GROUPS OF 99 RESPONDENTS
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45 to 54 years
 
Figure G (b) 
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GENDER OF 99 RESPONDENTS
74%
26%
Female
Male
 
Figure G (c) 
 
MARITAL STATUS OF 99 RESPONDENTS
1%
49%
7%
7%
36% Single
Partnership
Married
Divorced
Widowed
 
Figure G (d) 
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EDUCATION LEVEL OF 99 RESPONDENTS
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Figure G (e) 
 
EXPERIENCE IN ICT IN SOUTH 
AFRICA OF 99 RESPONDENTS
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Figure G (f) 
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YEARS IN CURRENT JOB 
FOR 99 RESPONDENTS
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Figure G (g) 
NUMBER OF PEOPLE REPORTING
TO EACH OF 99 RESPONDENTS
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Figure G (h) 
 
FIGURE G (a to h): Pie charts showing response rates  
for selected characteristics of 99 respondents 
 
(Source: Author’s own construct, using MS Excel) 
